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CHAPTER I. 
DîTROTUCTION 
The primary objective of the study reported In this dissertation 
was to determine If women currently studying business administration In 
a collegiate business school have perceptions, expectations, and other 
psychological attributes which may Inhibit the advancement of these 
women to managerial positions relative to their male colleagues. This 
study was selected on the assumption that such research has Important 
Implications for (a) currlculums of collegiate business schools and 
(b) personnel development programs In businesses Interested In hiring 
and promoting more women. The purpose of this chapter Is to Introduce 
the reader to the overall plan of the study, the problem investigated, 
the hypotheses developed from an extensive review of past research, 
and the organization of this dissertation. 
Overall Design of the Study 
The first stage of the study reported in this dissertation was to 
Investigate (a) the participation of women in the American labor force, 
(b) the extent to which women are represented in the managerial 
hierarchies of business organizations, and (c) the factors which have 
apparently Inhibited or enhanced the advancement of women into 
managerial positions throughout the past few decades. However, even a 
superficial review of the literature related to the past, present, and 
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potential roles of women in business provides ample evidence that an 
extremely extensive and complicated set of economic, political, 
sociological, and psychological factors has affected the nature and 
extent of women's participation in the American business community. 
As a result, the scope of the present study had to be limited to a 
feasible area of Investigation. 
A decision was made to limit the present study to the psychological 
attributes of women when it became apparent that such attributes may be 
Important factors in determining whether women in the labor force engage 
in the kinds of achievement-directed behavior necessary to ensure 
promotion into the managerial ranks of business (O'Leary, 1974). The 
study was further restricted to women in collegiate business schools 
because this pool of potential managers appears to be of particular 
interest to firms trying to recruit more female college graduates for 
their management training and development programs. 
Given these two boundaries of investigation, an extensive review 
of literature was carried out to identify psychological attributes of 
women workers which could inhibit or enhance the advancement of these 
women to managerial positions relative to their male associates in 
business. Based on this review of literature, five general hypotheses 
were proposed for empirical research. 
Once the general objectives and hypotheses of the present study 
were developed, a survey instrument was constructed to collect relevant 
information from a sample of male and female college students majoring 
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in business administration. Because no outside funding was to be 
arranged, the decision was made to limit the present study to students 
majoring in business administration at Iowa State University, Ames, 
Iowa. However, the questionnaire specifically developed for this study 
was designed so it could easily be modified to survey student 
populations in other collegiate business schools. 
After the survey Instirument was completed and pilot tested, this 
questionnaire was distributed to undergraduate business students 
classified as seniors and majors in Industrial Administration at Iowa 
State University. The data collected from these students were then 
processed, analyzed, and Interpreted as reported in this dissertation. 
The Problem Investigated 
and Obj ectlves of the Study 
Since at least the mid-sixties most American businesses have been 
under continuing pressure to see that more women become employed in 
managerial positions. Although a college degree in business 
administration or economics has never been Insurance or a necessary 
prerequisite for a career in business, it is now common for such a 
degree to be considered a minimum requirement for employment in 
management or the training programs for these positions. As a result, 
many businesses trying to equalize the distribution of men and women 
In their organizational hierarchies are attempting to recruit women 
currently earning degrees in collegiate business schools. 
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The recent and sizeable Influx of women Into business schools 
certainly implies that an Increasing number of women are preparing 
themselves, at least academically, for managerial careers In business. 
After obtaining a college degree, however, most graduates of collegiate 
business schools are not Immediately recruited for middle or upper level 
management positions, regardless of whether these graduates are male or 
female. Instead, most recipients of business degrees find employment In 
entry level positions like personal sales, management training programs, 
or perhaps lower management. 
Career development for employees In management is normally a slow, 
continuous, and complex process which Involves the recruitment, 
selection, training, and motivation of these employees, as well as their 
advancement to new positions (Bowman, 1964; Gllckman, Hahn, Fleishman, & 
Baxter, 1968; Lloyd, 1972; Muse, 1972; Palmer, 1972; Slevln, 1976; 
Tamarkln, 1972). Whether a particular employee continues through this 
process to middle and upper management levels depends on almost 
Innumerable factors. One set of factors that is obviously important 
encompasses the personal attributes of the employee. These attributes 
include the individual's experience, education, abilities, skills, 
achievements, attitudes, personality, motivations, self-perceptions, 
expectations, objectives, plans, values, and interests. Other factors 
are external to the employee but no less important. Such factors 
include the firm's managerial needs, established policies and procedures 
for making personnel decisions, the attitudes of those responsible for 
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Interpreting and applying these guidelines, and the attitudes of other 
en^ loyees. 
Surveys of women with the Interest and the ability to assume careers 
In business management Indicate that these women believe their careers 
are desirable and appropriate for themselves and comparable women 
(Arnold, 1974; Basil, 1972; Bowman, Worthy, & Greyser, 1965; Fuller & 
Batchelder, 1953; Hennlg cited In Bender, 1971; Kllllan, 1971; Lyle & 
Ross, 1973, pp. 79-92; Lynch, 1973; Schwartz, 1971). Nevertheless, an 
extensive review of related literature indicated that the women currently 
studying business in college may have attitudes and other psychological 
attributes which will inhibit the advancement of these women to 
managerial positions in American business relative to their male 
colleagues. In addition, this literature review indicated that the men 
who are currently enrolled as students in collegiate business schools 
may also have attitudes which could eventually Inhibit the career 
development of their female associates. 
If the women currently in collegiate business schools have 
attitudes and other psychological attributes which may inhibit their 
advancement to management, these personal attributes represent a problem 
for firms Interested in hiring and promoting more women with college 
degrees in business administration. As Scheln (1972) has pointed out, 
no matter how earnest business organizations may be in wanting to hire 
and promote more women, their actions will not be effective or enduring 
until there is a better understanding of the factors which tend to keep 
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women out of the managerial ranks of business and there are efforts to 
construct action programs which eliminate or at least reduce these 
barriers. Thus, the primary objective of the study reported in this 
dissertation was to determine if women enrolled in a collegiate business 
school have psychological attributes which may create barriers to their 
career development relative to their male colleagues. The second 
objective was to explore the implications of this research for 
(a) curriculums in business schools and (b) personnel development 
programs in businesses trying to equalize the distribution of men and 
women in their organizational hierarchies. 
Statement of Hypotheses 
From a review of an extensive amount of literature from personnel 
and business management, industrial psychology, and social psychology, 
it appears that at least three different types of psychological 
attributes may affect the manner and extent to which a woman pursues a 
managerial career in business. These variables are (a) the self-
perceptions of a woman in relation to her perceptions of managerial 
work, (b) her expectations and aspirations related to employment, and 
(c) her attitudes toward women in business and management. Based on 
a review of the literature regarding these attributes, five general 
hypotheses could be proposed for an empirical study of the psychological 
attributes of students in a particular collegiate business school. 
Below is a brief summary of the literature reviewed and a statement of 
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the hypotheses generated from this review. 
Self-Perceptions and Perceptions of the Successful Manager 
To this author's knowledge, there have been no studies to determine 
If the self-concepts of the men and women currently studying business 
administration In a collegiate business school are equally consistent 
with the characteristics of the successful business manager as they are 
perceived by these students. Past research, however, clearly Indicates 
that male and female executives in business are in general agreement 
regarding the characteristics required for performance and promotion in 
management. It can probably be assumed that, as a result of their 
vicarious and direct experiences with business, male and female students 
in a business school also accept a relatively common image of the 
effective, promo table manager. Therefore, it was expected that the 
following null hypothesis would be accepted when subjected to empirical 
test. 
Hypothesis 1^ . There is no significant difference in the image of 
the individual who is promoted in American business as it Is perceived 
by men and women currently enrolled in a collegiate business school. 
While past research Indicates that both men and women accept a 
common image of the effective, promotable manager, the literature 
reviewed also implies that this image is not equally consistent with the 
traditional Images of men and women which are also widely accepted. 
Still further research indicates that men and women may incorporate the 
characteristics of their respective sex role stereotypes into their 
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own self-concepts such that the self-perceptions of women in business may 
be at least somewhat less congruent with their image of the successful 
manager than the self-perceptions of their male colleagues. Therefore, 
a review of past research implied that the following null hypothesis 
would be rejected when empirically tested. 
Hypothesis Men and women enrolled in a collegiate business 
school have self-perceptions which are equally consistent with their 
perceptions of the person who is promoted within the managerial ranks 
of business. 
In the process of rejecting this hypothesis, it was expected that 
support for an alternative hypothesis would be offered. That is, it was 
expected that the self-concepts of women enrolled in a collegiate 
business school would be less consistent with the perceived attributes 
of the successful manager than the self-concepts of their male 
colleagues. 
Attitudes toward Men and Women in Business 
Past research clearly indicates that female executives generally 
express more positive attitudes toward women in business and management 
than their male colleagues. Other studies, however. Indicate that both 
male and female executives and college students tend to differentially 
evaluate men and women in hypothetical business related situations, 
although women are apparently less influenced by the sex of an employee 
than men in at least some situations. That is, when men and women are 
presented with descriptions of hypothetical business related situations. 
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subjects of both sexes tend to appraise or judge male and female 
employees differently even when the situations are exactly the same 
except for the sex of the eiiq>loyee being considered. 
Such hypothetical cases have been used to study the behavioral 
implications of sex role stereotyping In business related situations. 
For example, a situation may Involve recommending whether or not an 
employee should be promoted to a higher level managerial position. 
In this type of case, research Indicates that female candidates are 
less likely to be recommended for promotion than male candidates In 
Identical situations. On the other hand. If the decision maker Is asked 
to evaluate a request from an employee who wants to take a leave of 
absence to assume family responsibilities, research Indicates that the 
request will be viewed more favorably when It Is made by a female 
employee than when It Is submitted by a man. Thus, as a result of this 
review of literature, the following hypotheses were formulated. 
Hypothesis _3. Men and women In hypothetical business situations do 
not receive significantly different evaluations from students currently 
enrolled in a collegiate business school. 
Hypothesis There is no significant difference between male and 
female students in a collegiate business school in the evaluations they 
give to men or women in hypothetical business related situations. 
From the findings of past research, it appears that the evaluations 
of a woman's performance can be Improved, relative to a man's, by using 
objective criteria or by providing specific information about the 
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quality of the performance. Therefore, It was expected that the above 
two hypotheses would be accepted In cases lacking ambiguity. 
Nevertheless, both male and female executives do tend to evaluate men 
and women differently when the situation and the position to be taken 
are at least somewhat ambiguous. Thus, In such cases, it was expected 
that the above hypotheses would be rejected. 
In rejecting the above two hypotheses, support for alternative 
research hypotheses was expected. That is, from a review of past 
studies it was expected that men would receive better evaluations than 
women in situations regarding promotion and career development while 
women would receive more supportive evaluations when a personnel problem 
revolved around a conflict between work and home responsibilities. It 
was also expected that men and women would receive different evaluations 
depending upon the nature of the job under consideration or the 
supervisory problem presented. In addition, it was expected that women 
would be generally more supportive of women in business related 
situations, thereby reflecting their more positive attitudes toward 
women in business and management. 
Expectations and Aspirations Related to Employment 
According to a number of studies, men and women in the labor force 
tend to express similar job related needs and satisfactions. Other 
studies, however, indicate that women express different reasons for 
working, lower occupational aspirations and expectations, shorter 
worklife expectancies, and different expectations related to continuity 
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of employment. Therefore, the following hypothesis was developed for 
further empirical research. 
Hypothesis 5^ . There is no significant difference in the 
expectations and aspirations related to employment expressed by men and 
women enrolled in a collegiate business school. 
It was expected that this hypothesis would be accepted when it was 
tested using data regarding the factors which have been found to be 
associated with job satisfaction in previous research. On the other 
hand, it was expected that this hypothesis would be rejected when 
further tested. In rejecting this hypothesis, support for an 
alternative research hypothesis was anticipated. That is, it was 
expected that significant diffL ances would be found in most of the 
ençloyment-related expectations and aspirations expressed by men and 
women enrolled in a collegiate business school. More specifically, it 
was predicted that the women would express different reasons for 
working, lower occupational aspirations and expectations, shorter 
worklife expectancies, and different expectations related to continuity 
of employment. 
Organization of Dissertation 
The above five hypotheses were tested using data collected from 
undergraduate men and women studying business administration at Iowa 
State University. However, before the procedures and findings of this 
research are presented, the literature reviewed in the process of 
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preparing this dissertation will be sunnnarized. 
Chapter II essentially provides a background and context for the 
subsequent chapters of this report. In this chapter the under-
representation of women in business management is documented through 
census and survey statistics. This documentation is immediately 
followed by a very brief review of the multitude of factors which have 
Interacted to enhance or inhibit the advancement of women to managerial 
positions since the early sixties. The enrollment of women in American 
collegiate business schools is then discussed in the process of 
explaining why many firms are looking to these schools for women with 
the Interest and the ability to assume managerial careers. 
Chapters III and IV provide quite thorough reviews of the 
literature on which the general hypotheses of the present study were 
developed. Chapter III is a review of the literature regarding the 
nature and possible effects of the self-perceptions of men and women 
and their perceptions of a successful manager. Following a similar 
format. Chapter IV focuses on the literature regarding (a) expectations 
and aspirations related to employment and (b) attitudes toward women in 
business and management. This fourth chapter includes a discussion of 
(a) the differential evaluation of men and women in business management 
and (b) the general tendency to differentially perceive and evaluate 
men and women in masculine, competitive achievement situations like 
business administration. 
After the five general hypotheses outlined above were formulated on 
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the basis of the literature and logic described In Chapters III and IV, 
a survey was designed to collect data to test these hypotheses. The 
procedures used In this study are described In Chapter V. More 
specifically, this chapter Includes a description of (a) the population 
of Iowa State University students which was surveyed, (b) development of 
the survey questionnaire, (c) the data collection procedures, (d) the 
characteristics of the self-selected sample of students, and (e) the 
techniques of statistical analysis used. 
The findings of the survey of male and female students are 
summarized in Chapter VI. These findings are further discussed and 
interpreted in Chapter VII with an emphasis on how such findings may be 
used in developing (a) curriculums In collegiate business schools and 
(b) personnel development programs in American businesses. This last 
chapter also includes suggestions for further research and a discussion 
of the limitations of the present study. 
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CHAPTER II. 
WOMEN IN MANAGEMENT AND SCHOOLS OF BUSINESS 
More women are enrolling In numerous collegiate business schools 
located throughout the United States. Paralleling this trend, there Is 
now an apparent effort on the part of many American firms to recruit and 
train more women for managerial positions. Yet, there are still few 
women in such positions and women remain underrepresented in the 
managerial hierarchies of most businesses. Thus, the purpose of this 
chapter Is to document trends which explain why many firms are looking to 
collegiate business schools for women with the interest and the ability 
to pursue managerial careers. 
The Underrepresentation of Women 
in Business Management 
Women constitute more than half of the United States population and 
the participation of women in the employed labor force has steadily 
increased since 1950. In 1950, 15.8 million women were paid workers, 
representing 28.0 percent of the employed civilian labor force at that 
time. Between 1950 and 1970 the number of employed women almost doubled; 
by 1970 women constituted 37.7 percent of the employed workers 14 years 
of age or older (U.S. Department of Commerce, 1970, p. 1-371). Most 
recently, women accounted for the entire 1.7 million worker increase 
in the American labor force between 1974 and 1976 and today it is 
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estimated that women make up more than 40 percent of the employed 
workers In this country (Kronholz, 1976). 
Even though the number of women in the paid civilian labor force 
has steadily increased throughout the past three decades, women have not 
been employed in management and administration in proportion to their 
participation in the labor force as a whole. According to U.S. Census 
data, only 13.5 percent of the 5 million nonfarm managers and 
administrators employed In 1950 were women. By 1970 the number of women 
in management and administration almost doubled but women still accounted 
for only 16.5 percent of the workers in this category while they made up 
37.7 percent of the labor force as a whole (U.S. Department of Commerce, 
1950, p. 1-102, 1970, p. 1-375). Today it is estimated that women hold 
19 percent of the managerial and administrative positions in the United 
States. However, one in five of the women in these positions is either 
self-employed or an unpaid family worker so that the proportion of 
managerial positions held by women is still considerably below 20 percent 
in most American businesses even though women now constitute 40 percent 
of the U.S. labor force (Kronholz, 1976). 
That relatively few women have filled managerial positions in most 
American businesses has been documented by several privately funded 
research projects. Probably the most widely quoted of these studies was 
a survey of the readers of the Harvard Business Review reported in 1965 
(Bowman et al., 1965). According to the results of this survey, the 
proportion of managerial positions held by women earning $10,000 or more 
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a year stabilized at approximately 2 percent between 1950 and 196t. 
The results of a 1965 survey of male and female executives also 
indicated that only a relatively small proportion of managerial positions 
in private businesses and government agencies were filled by women at 
that time (Basil, 1972). More than half of the organizations surveyed 
had 3 t"' 10 percent of their managerial positions filled by women; only 
about 20 percent reported that women held more than 10 percent of the 
managerial positions in their organizations (Basil, 1972, p. 20). 
The results of the survey also suggested that women were most 
frequently found in office management or in staff and professional 
positions; they rarely held managerial positions in production or 
marketing with the exception being in the area of retail merchandising 
(Basil, 1972, p. 25). Furthermore, the executives surveyed reported that 
women rarely held top management positions with fewer than one firm in 
four having any women In upper levels of management (Basil, 1972, p. 9). 
A survey conducted in 1968 also provided evidence that relatively 
few managerial positions in business have been filled by women (Schwartz, 
1971). In this study three separate groups were queried through mail 
questionnaires sent to (a) personnel executives in a sample of large 
businesses, (b) executives in a sample of small businesses, and (c) a 
sample of women in business management. In each of these survey 
categories, well over 50 percent of the respondents reported less than 
6 percent of their managerial personnel were women; approximately one 
third of all the respondents reported that less than 3 percent of the 
17 
managerial positions in their businesses were filled by women (Schwartz, 
1971, p. 64). Confirming the results of the earlier studies mentioned 
above, all of the executives, from both the large and small businesses 
surveyed, reported that only 2 percent or less of the positions at the 
policy-making level of their organizations were held by women (Schwartz, 
1971, p. 65). 
Lyle and Ross (1973, p. 79) studied 246 large corporations and 
found women held approximately 6 percent of all jobs classified as 
management positions in 1970. In another study of 20 comparable firms, 
Fretz and Hayman (1973) found women represented 36 percent of the 
2 million people employed in these organizations. However, female 
officials, managers, and professionals accounted for less than 1 percent 
of the participants' combined work forces. 
If "full utilization" of women in management means that women should 
be employed in managerial positions in proportion to the representation 
of women in the labor force as a whole, data collected by the U.S. Equal 
Employment Opportunity Commission indicated that women were still 
"underutilized" across all industries as of 1974 (Mathis & Jones, 1974). 
According to the data collected from 36,832 reporting firms with written 
Affirmative Action Programs, the number of women as officers, 
professionals, and technicians in these firms was about 60 percent of the 
number required to meet the "full utilization" criterion. Furthermore, 
if a college degree or at least some college is assumed to be a minimum 
requirement for most managerial positions, the data also suggested that 
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the supply of women already employed within the firms surveyed was 
simply not large enough to increase the number of women managers to the 
level of full utilization defined above. Thus, data from a relatively 
wide variety of sources offer evidence that women have not been eiq)loyed 
in managerial positions in business in proportion to their representation 
in the labor force and that the pool of employed women with college 
educations will have to increase if this situation is to change. 
Factors Affecting the Advancement 
of Women to Management 
Since the early sixties there has been increasing social and legal 
pressure for a change to occur in the position of women in the labor 
force ("The American Woman," 1975; Arnold, 1974; Beehler, 1974; Boyle, 
1973; Fretz & Hayman, 1973; General Electric, 1972; Ginzberg & Yohalem, 
1973; Hedges & Bemis, 1974; Kaye, 1976; Loring & Wells, 1972, pp. 1-18; 
Lyle & Ross, 1973, pp. 93-104; Petersen & Bryant, 1972; Reif, 1976; 
Schwartz, 1971, pp. 15-62; Shatto, 1975; Slevin, 1976; Staszak & Mathys, 
1975; Stull, 1973; Thompson, 1975, 1976; Twentieth Century Fund Task 
Force on Women and Employment, 1975, pp. 68-82, chap. 3; Wallace, 1976; 
"Women in the Workforce," 1970). For example, on February 8, 1964 
Title VII cf the Civil Rights Act was approved by the United States 
Congress to prohibit sex discrimination in private employment. Other 
federal legislation specifically prohibits sex discrimination by federal 
contractors and subcontractors. The proposal of the Equal Rights 
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Amendment to the U.S. Constitution is another major attempt to insure 
equality for women in business, as well as in all other aspects of 
societal life. 
Through government regulations, many American businesses have been 
required to develop affirmative action programs to help insure that 
women and members of other minority groups will be recruited and 
considered when eiiq>loyment opportunities arise. Other businesses have 
voluntarily tried to hire and promote more women. When women have felt 
that the principles of equal employment opportunity have been violated, 
many have filed formal complaints through the Equal En^ loyment 
Opportunity Commission which was created to administer the 1964 Civil 
Rights Act. Thousands of concerned women have also exerted political 
and social pressures on business through organizations such as the 
National Organization for Women and the Women's National Political 
Caucus. Still other women have worked on an individual basis to achieve 
higher managerial positions for themselves and other women. 
While the efforts illustrated above should, in principle, continue 
to help create more opportunities for women in business management, such 
efforts have been thwarted by a myriad of economic, political, 
sociological, and psychological factors which have interacted to inhibit 
the advancement of women to many professional and managerial positions 
in business. Specific factors include, among many others, the sex 
segregated structure of the labor force (Oppenheimer, 1970), the current 
recession and spotty enforcement of federal employment regulations 
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(Hollobaugh, 1976; Kronholz, 1976), the issue of "reverse discrimination" 
(Oster, 1976), and generally accepted stereotypes and beliefs which 
limit the roles of women in business and in our society as a whole 
(Alpert, 1976; Bass, Krusell, & Alexander, 1971; Bird, 1968; Ginzberg & 
Yohalem, 1973; Herman, 1974; Merritt, 1969; Prather, 1971; Shatto, 1975; 
Stull, 1973; Twentieth Century Fund Task Force on Women and Employment, 
1975, pp. 65-68). Thus, women remain underrepresented in the managerial 
hierarchies of most American businesses while, at the same time, these 
firms are still being encouraged and even required to see that more 
women are employed within their managerial ranks. 
The Enrollment of Women 
in Collegiate Business Schools 
To achieve the objectives of their voluntary or involuntary efforts 
to fill more managerial positions with women, many firms are now looking 
to the numerous collegiate schools of business and administration located 
throughout the United States. For decades most of these schools have 
provided women with the opportunity to study business at both the 
undergraduate and graduate levels. In this way, these schools have at 
least helped to reduce the educational barriers that have been faced by 
women desiring professional and managerial careers in business. However, 
until very recently, women received relatively few of the degr<?Co 
typically conferred by schools of business even though the num er of 
women attending college and earning degrees has steadily increased during 
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the past 25 years. 
In 1950 almost 1.2 million women were earning degree credit in 
American colleges, universities, and professional schools with women 
representing one third of the students in higher education at that time. 
During the past 25 years the number of women in collegiate programs of 
all types more than tripled; by 1974 women accounted for almost 45 
percent of the college students receiving degree credit (U.S. Department 
of Commerce, 1975, p. 136). Similarly, the total number and percentage 
of college degrees granted to women has continually increased throughout 
the past two and one half decades. By 1972 women were receiving more 
than 40 percent of the bachelor's and master's degrees conferred and 
nearly 16 percent of the degrees granted at the doctoral level 
(U.S. Department of Commerce, 1951, p. 124, 1962, p. 137, 1972, p. 133, 
1975, p. 142). 
Between 1960 and 1972 women at all degree levels received slightly 
increasing shares of the degrees typically granted by collegiate schools 
of business, including degrees in economics as well as those in 
accounting, management, and the other functional areas of business. 
However, as of 1972 these proportions were still much lower than the 
percentage of total college degrees granted to women at the bachelor's, 
master's, or doctoral level. In 1972 women received only 9.8 percent of 
the 137,000 bachelor's degrees conferred to students in economics and 
business. Similarly, women received only 4.6 percent of the 32,000 
master's degrees and 4.7 percent of the 1700 doctorates granted in these 
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fields. Between 1960 and 1972 the number of women earning degrees In 
business and economics more than tripled but the percentages cited 
above represent very small percentage increases from 1960 when women 
earned 7.7 percent of the bachelor's degrees and 4.2 percent of the 
graduate degrees conferred In business and economics (U.S. Department of 
Commerce, 1962, p. 137, 1975, p. 142). 
Although women have traditionally received relatively few of the 
degrees conferred in business and economics, there has been a very 
obvious and recent increase in the number of women enrolled in collegiate 
business schools. This trend was first documented by two surveys which 
suggested that there was a noticeable increase in the proportion of 
women enrolled in collegiate business schools between the academic years 
of 1972-1973 and 1973-1974 (American Assembly of Collegiate Schools of 
Business, 1975, p. 11; Flewellen & DeZoort, 1975). 
According to the survey report published by the American Assembly 
of Collegiate Schools of Business (AACSB) in 1975, women accounted for 
18.9 percent of the undergraduates in AACSB schools during the 1973-1974 
academic year, an Increase of almost 7 percent from the year before. 
Smaller increases were documented for the graduate schools surveyed but 
the enrollment of women in master's and doctoral programs in AACSB 
schools did Increase from 7 percent during the 1972-1973 academic year 
to about 10 percent the following year. Since 1974 the number of women 
enrolled in collegiate business schools has continued to Increase even 
though this trend has not been formally documented by the AACSB. 
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Summary and Conclusion 
For more than a decade considerable legal, political, and social 
pressure has been exerted on American businesses to Improve employment 
opportunities for women. Yet, women are still far from being employed 
as managers in proportion to the representation of women in the labor 
force as a whole and most American businesses are under continuing 
pressure to see that more women are employed within their managerial 
ranks. 
To achieve the objectives of their voluntary or involuntary efforts 
to fill more managerial positions with women, many firms are attempting 
to recruit women who are currently earning degrees in collegiate 
business schools. According to the census and survey statistics 
reviewed in this chapter, more women are studying business administration 
at the bachelor's, master's, and doctoral levels. Nevertheless, these 
statistics do not answer the question of whether or not these women will 
choose and follow career paths which lead to managerial positions in 
business. Therefore, further research was conducted by this author to 
determine if women currently enrolled in collegiate business schools 
have psychological attributes which may inhibit the advancement of these 
women to managerial positions even though opportunities for such careers 
are apparently now available in many American businesses. 
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CHAPTER III. 
SELF-PERCEPTIONS RELATIVE TO PERCEPTIONS 
OF THE SUCCESSFUL MANAGER 
The self-concept of a woman and her perceptions of managerial work 
are two psychological attributes which may affect the manner and extent 
to which she pursues a managerial career. Therefore, the purpose of 
this chapter is to review the available literature regarding these 
attributes. In brief, this review indicates that the self-concepts or 
self-perceptions of women in business may be less consistent with the 
generally accepted image of the successful manager than are the self-
concepts of their male colleagues. 
Basic Assumption 
Research in industrial psychology indicates that, given all other 
things being equal, an individual will engage in and find most satisfying 
those occupational roles which are consistent with what may be called the 
person's self-concept, self-image, self-cognitions, or self-perceptions 
(Korman, 1970). Applying this assumption specifically to work in 
business management suggests that an individual will probably follow a 
managerial career path to the extent that this person's self-perceptions 
are consistent with the requirements of managerial work as they are 
perceived by this individual. Extending this logic one step further, 
one can assume that men and women will find careers in business 
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management equally appealing and satisfying if they have self-concepts 
which are equally consistent with the perceived requirements of such 
careers. 
Perceptions of the Effective, Promotable Manager 
Job requirements and descriptions naturally vary depending upon the 
specific position and level of management being considered. Several 
surveys, however, indicate that there is a general and widely accepted 
image or stereotype of the person who is effective and promotable within 
the managerial ranks of American business (Basil, 1972; Bowman, 1964; 
Glickman et al., 1968; Lloyd, 1972; Lynch, 1973). According to these 
studies, employees in lower levels of management and nonmanagement 
personnel, as well as business executives, are all in general agreement 
regarding the personal characteristics required for performance and 
promotion within managerial hierarchies. Furthermore, a review of this 
literature also indicates that this concensus of opinion is shared by 
both male and female executives. 
The Tmage Reported by the Harvard Business Review 
In 1964 Bowman reported the results of an extensive study conducted 
by the Harvard Business Review to determine what personal and background 
qualities are helpful, harmful, or irrelevant to promotion in management. 
After the exploratory phase of this project was completed, almost 2,000 
businessmen responded to a questionnaire designed to tap their general 
attitudes regarding promotability. Nearly 65 percent of these 
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respondents were employed in top management or in positions classified as 
upper middle management. The remaining respondents were employed in 
lower middle management, nonmanagement, or professional positions. 
According to the survey reported by Bowman (1964), first-line 
supervisors must be reliable, diligent, knowledgeable, and able to 
handle subordinates. For middle management, effective performance and 
promotion depend on the ability to interpret policy, organize work, and 
delegate responsibility. Managers destined for positions in top level 
management must possess all of the qualities required for lower level 
managers. In addition, they are supposed to be more perceptive, self-
motivated, motivating to others, broadly educated, experienced, and able 
to absorb and analyze masses of information. Using their broad back­
grounds and knowledge, these executives are expected to set long range 
plans which will be both profitable to the firm and responsive to the 
needs of society. 
Despite the variations in requirements for the levels of management 
described above. Bowman (1964) concluded that there appears to be a 
clear image of the individual who should and does get ahead in business 
management. Above all else, this person is able to communicate, to make 
sound decisions, and to get things done with and through people. Along 
with having these qualities, this individual is also ambitious, well-
educated, self-confident, hardworking, diligent, conscientious, and 
responsible. 
According to the results of Bowman's survey (1964), the generally 
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pronotable manager Is accomplishment-oriented, somewhat power-directed, 
mentally and emotionally mature, flexible. Innovative, able to make 
suggestions to superiors, able to take suggestions from subordinates, 
willing to accept criticism, and able to develop the best in others. 
In addition, this person has integrity, honesty, technical skills based 
on experience, a good appearance, and a good potential for further 
growth. Finally, the businessmen surveyed by the Harvard Business 
Review reported that the subordination of home and community Interests 
is more inq)ortant to the executives who are striving for further 
advancement than to those who have already achieved higher level 
management positions. Nevertheless, the businessmen generally agreed 
that loyalty and commitment to the firm are very important attributes 
at all levels of management. 
The Ttnappg Reported by Other Authors 
Business executives surveyed by Lloyd (1972) were also in general 
agreement regarding the minimum requirements for careers in business 
management. Confirming the findings of the survey reported by Bowman 
(1964), the respondents in Lloyd's study indicated that they expect a 
manager to have all of the following qualities: a high standard for 
performance, high personal morals and integrity, a good personal 
appearance, responsiveness and flexibility, enthusiasm and ambition, 
warmth, self-confidence. Intellectual honesty, a willingness to work 
hard, and a high potential for further growth. Other attributes which 
were stressed by the respondents included an ability to communicate and 
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Interact with others, a general knowledge of business and society as well 
as technical skills, well-developed problem solving abilities, leadership 
abilities, and generally high intelligence. 
A study conducted by Lynch (1973) indicated that women executives 
also accept the image of the effective, promotable manager described by 
Bowman and Lloyd. Through a series of open-end questions, Lynch 
interviewed 94 women executives to determine the characteristics of a 
woman who is successful within the managerial ranks. Like their male 
counterparts surveyed by Lloyd and Bowman, the women interviewed by 
Lynch stressed the importance of competence, objectivity, decisiveness, 
perseverance, flexibility, hardwork, leadership, and ambition as 
managerial attributes. 
In another study, Basil (1972) directly compared the opinions of 
102 female executives and 214 male executives in business and government 
and concluded, "Thert was a high degree of similarity of responses 
between men and women managers in their rating of the characteristics 
required for upper management" (p. 68). Both groups were asked to 
indicate whether each of nine personal attributes were important 
requirements for upper management. In response to this question, more 
than 90 percent of the men and women surveyed agreed that (a) emotional 
stability, (b) decisiveness, and (c) objectivity were important 
requirements for upper management. Between 80 and 90 percent of the 
same respondents agreed that (a) perception and empathy, (b) loyalty, 
(c) an Interest in people, and (d) creativity were also important 
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attributes for top management. In contrast, less than 40 percent of the 
male and female executives Indicated that the ninth characteristic, 
attention to detail, was a characteristic necessary for success in upper 
managerial positions. 
The Successful Manager's Image 
Relative to Sex Role Stereotypes 
Although the research summarized above indicated that male and 
female executives accept a common image of the effective, promotable 
manager, there Is considerable evidence that this image is not equally 
congruent with the generally accepted stereotypes of men and women in 
American society. A review of the literature in this section suggests 
that the stereotype female and the stereotype manager do share some 
positively valued attributes such as perception and empathy, but in most 
respects the image of the traditional American woman is almost the 
antithesis of the successful manager's image. In contrast, the attributes 
typifying the male stereotype are highly consistent with the personal 
characteristics perceived to be important for performance and promotion 
in management, probably explaining why McGregor (1967) concluded, "the 
model of the successful manager in our culture is a masculine one" 
(p. 23). 
Persistent and Pervasive Sex Role Stereotypes 
The personality traits, spheres of interest, and activities 
constituting the traditional Images or stereotypes of men and women in 
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American society have been widely documented (Balswlck & Peek, 1971; 
Brovennan, Broverman, Clarksun, Rosenkrantz, & Vogel, 1970; Broverman, 
Vogel, Broverman, Clarkson, & Rosenkrantz, 1972; Femberger, 1948; 
Goldberg, H., 1973; Jacklln & Mlschel, 1973; Komarovsky, 1946, 1950, 
1953, 1973; Lorlng & Wells, 1972; Lunnenborg, 1970; McKee & Sherriffs, 
1959; Fodell, 1966; Prather, 1971; Pyke & Ricks, 1973; Ricks & Pyke, 
1973; Roberts & Roberts, 1973; Rosenkrantz, Vogel, Bee, Broverman, & 
Broverman, 1968; Rueger, 1973; Seward, 1946; Sherriffs & Jarrett, 1953; 
Sherriffs & McKee, 1957; Stelnmann & Fox, 1966; Yachnes, Gershman, & 
Miller, 1973; Yorburg, 1974). Confirming the results of earlier 
studies (Femberger, 1948; Komarovsky, 1946, 1950; Lunnenborg, 1970; 
McKee & Sherriffs, 1959; Seward, 1946; Sherriffs & Jarrett, 1953; 
Sherriffs & McKee, 1957; Stelnmann & Fox, 1966), the research conducted 
by Broverman and her colleagues (Broverman et al., 1970; Broverman et al., 
1972; Rosenkrantz et al., 1968) indicated that these stereotypes are 
stable over time, widely held among both men and women, and characterized 
by many positively valued, but different, attributes. In addition, this 
research pointed out that these perceived sex differences "are considered 
desirable by college students, healthy by mental health professionals, 
and are even seen as ideal by both men and women" (Broverman et al., 
1972, p. 61). 
The Influence of Sex Role Stereotypes on Behavior 
Empirical evidence to date is Inadequate to determine the extent to 
which documented sex role stereotypes actually affect the self-concepts 
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and behavior of men and women (O'Leary, 1974). However, Hollender (1972) 
found evidence of a positive relationship between self-esteem and the 
exhibition of sex role appropriate behavior. Other studies indicate that 
acceptance of sex roles influences perceived or actual leadership 
behavior and follower satisfaction (Megargee, 1969; Webber cited in 
Horn, 1976). 
Megargee (1969) found individuals who demonstrated a high need for 
dominance assumed a leadership role when paired with a low dominance 
person except when a high dominance female was paired with a low dominance 
male. In this case the female tended to appoint the male as leader in 
the experimental task. Bartol (1974) did not find female leaders with a 
high need for dominance adversely affected follower satisfaction. 
However, in a recent study using a management simulation, Webber (cited 
in Horn, 1976) found that female business students were much more 
reluctant than their male colleagues to claim they were leaders in the 
four-person teams used in the experiment. The women were also less 
willing to say that they made the greatest contribution to their group 
and these findings did not vary depending on whether the teams consisted 
of three men and one woman or three women and one man. On the other 
hand, satisfaction with the experience did vary. "Women members of the 
male majority teams were most satisfied, followed by their male team­
mates. Male members of female majority teams were the least satisfied, 
with their female compatriots just a bit happier" (Horn, 1976, p. 39). 
Although the results of these studies are certainly not conclusive, they 
do suggest that the acceptance of the traditional male and female 
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stereotypes may affect behaviors which are Important In business 
management situations. 
The Traditional Male Stereotype 
Like Sherrlffs and McKee (1957), Broverman and her colleagues 
(Broverman et al., 1972) have found that the male stereotype Is described 
as ambitious, aggressive. Independent, dominant, self-confident, logical, 
active, direct, adventurous, and competitive. Being objective and 
decisive, this man Is able to separate feelings from Ideas, maintain his 
objectivity, use better judgment, and arrive at decisions more easily 
than his female counterpart (Broverman et al., 1972; Roberts & Roberts, 
1973). Considered to be emotionally more stable as well as physically 
stronger than a woman, the traditional male does not become excited In 
minor crises or have his feelings hurt easily (Balswlck & Peek, 1971; 
Broverman et al., 1972; Roberts & Roberts, 1973; Sherrlffs & McKee, 
1957; Yachnes, et al., 1973). 
According to research conducted and reviewed by Broverman et al. 
(1972), the male stereotype does not possess the Important, positively 
valued attributes typifying his female counterpart. That Is, the 
traditional male usually Is considered to lack the Interpersonal 
sensitivity, warmth, and expressiveness of the traditional female 
(Balswlck & Peek, 1971; Broverman et al., 1972; Goldberg, H., 1973; 
Roberts & Roberts, 1973; Sherrlffs & McKee, 1957; Yachnes et al., 1973). 
Both men and women, on the other hand, tend to believe the male 
stereotype Is generally competent, broad minded, skilled In business, and 
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able Co readily accept leadership responsibilities when working with 
others (Broverman et al., 1972; Sherriffs & McKee, 1957). 
From the the traditional point of view, a man's attractiveness 
depends on his earning capacity, the status of his profession, and the 
amount of power he has (Goldberg, H., 1973). Similarly, the man's role 
in the family is viewed as that of provider and protector (Balswick & 
Peek, 1971). As a result, it is understandable that the major interests 
of the male stereotype are perceived to revolve around his work and 
occupation (Jacklin & Mischel, 1973; Podell, 1966; Prather, 1971; 
Rosenkrantz, et al., 1968; Yachnes et al., 1973). Because of his 
strength and coiiq>etitiveness, the traditional male is perceived to also 
be interested in sports and outdoor activities (Goldberg, H., 1973; 
Jacklin & Mischel, 1973; Rueger, 1973). 
The Traditional Female Stereotype 
While the male stereotype is exemplified by strength, independence, 
and emotional stability, the female stereotype is characterized by a 
lack of these qualities (Broverman et al., 1972). This traditional 
woman is perceived to be warm and responsive to the feelings of others 
and able to express emotions easily (Broverman et al., 1970; Jacklin & 
Mischel, 1973; Roberts & Roberts, 1973; Sherriffs & McKee, 1957; 
Yorburg, 1974). The female stereotype, however, is also perceived to be 
dependent, submissive, passive, inactive, quiet, and easily influenced 
by others. In comparison to the logical, decisive, and objective male, 
the female stereotype is illogical and subjective in her thinking, 
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unable to separate feelings from Ideas, and excited when confronted with 
even a minor crisis. Furthermore, she Is not competitive, aggressive, 
ambitious, adventurous, or self-confident In comparison to her male 
counterpart. 
At the same time the male stereotype Is considered worldly and 
Interested In business as well as other competitive activities, the 
female stereotype's Interests revolve around her marriage, child rearing, 
homemaklng, and volunteer community activities (Jacklln & Mlschel, 1973; 
Pyke & Ricks, 1973; Roberts & Roberts, 1973; Yorburg, 1974). She may be 
Interested In art and literature and considered quite creative 
(Broverman et al., 1972; Sherrlffs & McKee, 1957). Nevertheless, her 
knowledge of the world outside her home Is perceived to be very limited 
and she Is not considered to be skilled In mathematics, the sciences, 
or business (Broverman et al., 1972; Sherrlffs & IfcKee, 1957). 
Perceptions of Men and Women In Management 
There Is some empirical evidence that the traditional sex role 
definitions described above are changing so that they both encompass the 
positively valued attributes previously associated with only one sex or 
the other (e.g. Komarovsky, 1973; McKee & Sherrlffs, 1959). However, 
the research conducted and reviewed by Broverman et al. (1972) has 
generally confirmed the existence of desirable, persistent, and 
pervasive sex role stereotypes for American men and women. Furthermore, 
several studies Indicate that male and female executives Incorporate the 
attributes of the traditional male and female stereotypes Into their 
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perceptions of men and women in managerial positions (Basil, 1972; 
Bass et al., 1971; Bowman et al., 1965; Fuller & Batchelder, 1953; 
Kllllan, 1971; Rosen & Jerdee, 1973, 1974b, 1974c; Schwartz, 1971; 
Shaw, 1972). 
For example, when Schwartz (1971) asked respondents to directly 
compare men and women In management, executives from large and small 
firms tended to agree that female managers are more emotional, less 
motivated, and less dependable than their male colleagues even though 
these respondents perceived men and women In management to be equally 
decisive. Intelligent, dedicated. Intuitive, and logical. The female 
executives surveyed by Schwartz clearly believed that women are as 
motivated and dependable as men in management, as well as equally 
decisive, intelligent, and dedicated. On the other hand, these 
respondents also agreed female managers tend to be more intuitive, more 
emotional, and less logical than their male colleagues. 
A study of particular interest is one conducted by Basil (1972). 
Like Schwartz (1971), Basil found that both male and female executives 
believe that selected attributes of men and women conform to the 
stereotypes described above. In addition, this study indicated that 
male and female executives do not perceive the characteristics of men 
and women to be equally important or consistent with the personal 
attributes required for performance in upper managerial positions. 
As mentioned earlier in this chapter, Basil (1972) asked the 102 
women and 214 men executives he surveyed to indicate whether each of 
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nine personal characteristics were Important requirements for positions 
In upper management. The respondents were then asked to Indicate whether 
each attribute was more commonly found In males or females. 
As would be expected, the women executives in Basil's study (1972) 
attributed all nine characteristics to women more frequently than the 
male executives did. Nevertheless, there was a high degree of 
correspondence in the responses of the executives surveyed. Both the 
male and female executives perceived the following characteristics as 
being commonly found in women: (a) perception and empathy, 
(b) creativity, (c) loyalty, and (d) an Interest in people. These 
characteristics, however, were not seen as Important in upper management 
as three other attributes which the respondents clearly agreed were more 
common to men than to women. These characteristics were (a) decisiveness, 
(b) emotional stability, and (c) consistency and objectivity. There was 
also overwhelming agreement that the ninth characteristic, attention to 
detail, was a feminine attribute and one that was not an iiiq>ortant 
requirement for upper management. 
When Basil (1972) queried 200 male and female undergraduates using 
the same questions, the patterns of responses closely paralleled those of 
the executives surveyed. Using an entirely different approach, Cecil, 
Paul, and 011ns (1973) also found undergraduate and graduate business 
students clearly perceive men and women in business quite differently. 
Cecil et al. (1973) presented student subjects with a list of 50 
variables frequently used to evaluate applicants for jobs in business. 
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Half of the subjects were asked to use this list to determine what 
qualities would be most important in evaluating an applicant named Mary 
Thomas for a "job as a white collar worker" (Cecil et al., 1973, p. 403). 
The other half of the sample followed the same instructions for an 
applicant named Joe Stephens. As Cecil et al. (1973) concluded, "This 
study indicates that standard variables which are frequently used to 
evaluate job applicants are perceived to be of different importance 
depending on whether the applicant is a male or a female. Results of the 
factor analysis indicate that the subjects have different images of what 
type of work is usually performed by males and females. Although the 
instructions were worded so that either a male or a female was being 
interviewed for the same job, the female was actually perceived as more 
of a typical clerical employee. The male was perceived as more of an 
administrative management employee" (p. 403). 
The Self-Perceptions of Women 
Relative to the Successful Manager * s Image 
A review of the studies summarized above clearly suggests that the 
image of the effective, promotable manager is not equally consistent with 
the male and female stereotypes which are also widely accepted. This 
inconsistency is important because still further research indicates that 
there is a high degree of correspondence between the self-concepts of 
men and women and their respective stereotypic profiles (McKee & 
Sherriffs, 1959; Rosenkrantz et al., 1968; Sherriffs & McKee, 1957; 
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Stelnmann & Fox, 1966). As a result, the self-concepts of women 
probably tend to be less congruent with the image of the successful 
manager than the self-concepts of men. 
Possible Consequences of an Inconsistency in Perceptions 
College women who have selected careers in male dominated 
occupations do not appear to reject the female roles of wife and mother, 
nor do they think of themselves as masculine women (Tangri, 1972). 
In in-depth interviews with 12 women in the Master of Business 
Administrât ion program at Boston University, Arnold (1974) found all 
twelve women "expressed a desire for a lasting relationship with a man. 
Eleven said they would like to have children" (p. 5). However, as early 
as 1946, Komarovsky reported that women at an eastern college suffered 
uncertainty and insecurity because the norms for occupational and 
academic success conflicted with the norms for the traditional feminine 
role. More recently, other authors have discussed the possible 
uncertainty, frustration, or conflict experienced by women as they 
attempt to accept both the image associated with the traditional feminine 
role and the Image of the career woman (Angrist & Almquist, 1975, 
pp. 169-186; Arnold, 1974; Farmer & Bohn, 1970; Herman, 1974; Lewis, 
1968, p. 34; Stein & Bailey, 1973). Yet, there is only a very limited 
amount of research which offers any direct evidence of this type of 
inconsistency as it might be experienced by women who are actually 
pursuing careers in business management. 
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Inconsistencies Expressed by Female Executives 
In extensive In-depth Interviews with 25 women top executives In 
their mld-flftles, Hennlg (cited In Bender, 1971; Knoblauch, 1976; 
Scheln, 1972) found that these women experienced considerable conflict 
between their opposing self-images of "being a woman" and "being a 
manager." According to Hennlg, these women grew up with both the 
traditional concerns of women and a desire to pursue a managerial 
career. As they began such careers, however, the women sensed the 
conflict of being a woman In a man's occupation, a dilemma they 
resolved by setting their femininity aside. This solution seemed 
adequate until these women were In their mld-thlrtles and beginning to 
approach upper management positions. At this time, they found themselves 
having to reevaluate their roles as women and managers. The new 
solution to conflict was an integration of the two self-images, a 
process which they believed directly related to their advancement to 
top-level positions. 
The 94 women executives interviewed by Lynch (1973) tended to see 
many of their own attributes as being highly consistent with those of 
the effective, promotable manager described earlier in this chapter. 
That is, these women pictured themselves as being talented, competent, 
hardworking, enthusiastic, flexible, persevering, aggressive to do a 
good job, and willing to take high risks in their careers. At the same 
time, these women saw themselves as more understanding of human behavior 
than their fellow male executives, a view that is certainly consistent 
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with the stereotypic profile of the traditional American woman. In 
addition, the women Interviewed by Lynch often expressed concern for 
maintaining both a "feminine" and a "manager" Image, suggesting that 
the two are compatible but different. 
Summary and Conclusion 
According to past research, one can assume that men and women will 
find careers In business management equally appealing and satisfying If 
they have self-concepts which are equally consistent with the perceived 
requirements of such careers. On the basis of this assumption, Scheln 
(1972) and O'Leary (1974) have suggested that a woman may be more 
reluctant than a man to assume managerial work since she may view the 
requisites for successful performance as being less consistent with her 
self-image. To this author's knowledge, however, there have been no 
studies specifically designed to determine the extent to which the 
self-perceptions of men and women in business are consistent with their 
perceptions of the successful manager. 
Research reviewed in this chapter clearly indicates that male and 
female executives are in general agreement regarding the personal 
characteristics required for performance and promotion in management. 
However, a review of the generally accepted images of men and women in 
American society implies that these stereotypes are not equally 
consistent with the image of the effective, promotable manager. This 
inconsistency appears to be important because both male and female 
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managers tend to Incorporate the attributes of the traditional male 
and female stereotypes into their perceptions of men and women in 
business management. 
No studies specifically identify or compare the self-concepts of 
male and female executives. Past research, however, indicates that 
there is a high degree of correspondence between the self-concepts of 
men and women and their respective stereotypic profiles. In addition, 
in-depth studies of female executives indicate that these women 
experience problems in maintaining feminine and manager images. Thus, 
men and women may incorporate the characteristics of their respective 
sex role stereotypes into their own self-concepts such that the self-
perceptions of women in business may be at least somewhat less 
congruent with their image of the successful manager than the self-
perceptions of their male colleagues. As a result, women in business 
may not find business management equally appealing or satisfying and, 
consequently, may be less likely to pursue such a career. 
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CHAPTER IV. 
ATTITUDES, EXPECTATIONS, AND ASPIRATIONS 
RELATED TO EMPLOYMENT 
The self-concept of a woman and her perceptions of the effective, 
promotable manager are only two of the many personal attributes which may 
affect the manner and extent to which she pursues a managerial career. 
Other important attributes are her (a) attitudes toward women in business 
and management and (b) expectations and aspirations related to 
employment. 
Attitudes toward Women in Business 
The women currently in collegiate business schools may certainly 
facilitate their own careers if they have generally positive attitudes 
toward women in business and management. On the other hand, these women 
may adversely affect their own careers if they do not evaluate their 
achievements as highly as they appraise comparable achievements of men or 
if they are otherwise biased in favor of men in most business situations. 
When these women are employed, their attitudes may also directly or 
indirectly affect the careers of other women who are their subordinates, 
colleagues, or superiors. Thus, it appears to be important to identify 
the attitudes these students have toward women in business and what 
behavioral implications these attitudes might have. 
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Attitudes of College Students toward Women In Business 
Basil (1972) appears to be the only author to publish the results of 
a survey designed to determine the general attitudes of college students 
toward women In business. This study clearly indicates that the 
attitudes of male and female undergraduates closely parallel the 
attitudes of their counterparts In managerial positions. The results of 
Basil's study also tend to generally reflect the findings of a number of 
other surveys conducted since 1950 to determine the attitudes of male 
and female executives toward women in management. 
Attitudes of Executives toward Women in Business 
More than 20 years ago Fuller and Batchelder (1953) conducted 
unstructured, in-depth interviews with 128 men and 47 women in business. 
Although these executives tended to agree that there were opportunities 
for women in management, most also agreed that few women could or would 
reach such positions. Furthermore, even the most optimistic respondents 
believed that the greatest opportunities for women were in staff 
functions such as research or in retailing and other Industries with a 
high proportion of female workers. 
In 1965 the Harvard Business Review sponsored a survey of nearly 
1,000 male executives and over 900 female executives (Bowman et al., 
1965). In responding to a lengthy, structured questionnaire, both groups 
strongly agreed a woman had to be exceptional and Indeed overquallfied 
to succeed in managerial work even though the women surveyed were 
generally more positive in their attitudes than the male respondents. 
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As would be expected, more than 80 percent of the women were strongly or 
mildly favorable toward women In management ; only 35 percent of the men 
expressed this attitude. Similarly, whereas only 7 percent of the women 
were mildly or strongly unfavorable toward women in management, 
41 percent of the men expressed this generally negative attitude. 
The difference in attitudes expressed by the male and female 
executives surveyed by the Harvard Business Review was also evident 
when the respondents were asked to consider the following case: 
A woman vice president in charge of marketing for a large 
corporation had ascended to that position through the normal 
process of corporate selection. The company, acclaimed for its 
original and farsighted policies, attributed much of its 
successful innovation to the thinking of this woman. However, 
the directors of the parent organization had a difficult decision 
to make when the office of the presidency became vacant. While 
there was general agreement that she had contributed more than 
any other officer to the growth of the corporation, the directors 
wondered whether the risk was worth taking. (Bowman et al., 1965, 
p. 28). 
In response to this case, 84 percent of the female executives believed 
this woman should be promoted. In contrast, only 56 percent of the male 
executives expressed this opinion. Another 42 percent of the men thought 
it would be unwise to promote this woman even though it may be 
conceivable that an exceptional woman might be effective as coiiq>any 
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president. 
The women surveyed by the Harvard Business Review also expressed 
more positive attitudes toward women when they were asked other specific 
questions. For example, the majority of these women thought that women 
in management would have good or very good effects on company efficiency, 
profits, and employee morale. In contrast, more than 60 percent of the 
male executives thought that women in management would have poor effects 
or no effects at all on employee morale, profits, and efficiency. 
The 1965 survey conducted by Basil (1972) generally confirmed the 
results of the study sponsored by the Harvard Business Review. Many of 
the female and male executives surveyed expressed quite positive 
attitudes toward women in management. More than half of the respondents 
rejected the statement that women are less Interested in their jobs than 
men (p. 75). Similarly, more than 75 percent of the executives agreed 
that women with grown-up children are as devoted to business careers as 
their male counterparts (p. 75). About the same percentage of respondents 
also believed single women who have decided on a business career are as 
content in their jobs as men (p. 77). 
In spite of the positive attitudes expressed by many of the 
executlws, both the men and women surveyed by Basil (1972) tended to 
agree with the following statements: (a) "Married women's job Interests 
must be subservient to those of their husbands" (p. 75). (b) "Single 
women anticipate marriage rather than a career" (p. 77). (c) "A man is 
a better Investment for potential managerial training than a woman" 
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(p. 80). (d) "The pronotion of any woman of child-bearing age is risky 
for a firm spending thousands of dollars in management training" (p. 80). 
(e) "Women's specialized abilities are best captured through staff 
rather than line assignments" (p. 83). In addition, there was very 
strong support for the idea that men and women do not like to work for 
women and that female managers create problems of insecurity for male 
and female employees (p. 16). 
Confirming the results of Basil's study, Schwartz (1971) also found 
female and male executives tended to agree men prefer working for a 
male supervisor. In addition, either a majority or a very large 
percentage of male respondents indicated (a) women are not career 
oriented, (b) women are not as dedicated or motivated as men in 
management, (c) women do not provide as large a return on investment in 
education and training dollars as men, and (d) women cannot hire or 
effectively work with subordinates as well as men (Schwartz, 1971, p. 94). 
At the same time, Schwartz (1971) found positive attitudes being 
expressed by the male and female executives surveyed. Throughout the 
survey, the female executives were generally supportive of women in 
management. Although the men questioned did not tend to be as positive, 
more than half agreed that (a) women don't expect special treatment, 
(b) women are capable and decisive as managers, (c) women do have a sense 
of fair play, and (d) women do not work only to supplement income 
(Schwartz, 1971, p. 94). 
In still another survey, Bass et al. (1971) administered a series of 
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56 agree-dlsagree statements to 174 male managers. A factor analysis of 
the responses Indicated that this sample of managers felt most strongly 
about deference. "That Is, they felt that certain norms defined 
interaction between men and women--most notably, rules of etiquette and 
politeness between the two sexes in public.... On the surface, deference 
does not seem to be that detrimental to the attainment of equality for 
women at work. However, the analysis of the next highest factor score 
sheds more light on the influence of the deference factor" (Bass et al., 
1971, p. 232). 
The factor with the next highest score contained items related to 
the supervisory potential of women. Confirming the results of the 
studies by Basil (1972) and Schwartz (1971), the responses to these 
items indicated that the managers surveyed "did not feel that women 
would make good supervisors. This does not appear to be because women 
were perceived as less capable than men.... Rather, the managers 
indicated that they felt that other men and women would prefer having 
male supeirvisors and that they themselves would be uncomfortable with a 
woman supervisor" (Bass et al., 1971, pp. 232-233). 
The other factor that appeared to be important to the managers 
surveyed by Bass et al. (1971) contained items regarding the 
dependability of female employees in comparison to men. The managers 
surveyed believed that women were less dependable than men because of the 
biological and personal characteristics of women. As a result, the 
managers also indicated that they would prefer to promote a man to a 
48 
managerial position If given the choice between a man and a woman who 
were equally qualified. 
In 1970 Lyle and Ross (1973) conducted an extensive study of 246 
large corporations. As part of their study, these two researchers 
Interviewed male and female managers to determine their attitudes 
toward women In management. As might be expected, the reported 
attitudes were simply reflections of those expressed In the other 
studies reviewed in this section. 
The studies summarized above clearly indicate that female 
executives generally express more positive attitudes toward women in 
business and management than their male colleagues. However, as stated 
in the previous chapter, these studies also indicate that both male and 
female managers incorporate the attributes of the traditional male and 
female stereotypes into their perceptions of men and women in managerial 
positions. Although both male and female executives and college 
students may express quite positive attitudes toward women in such 
positions, male managers and students are especially prone to believe 
that (a) employees don't want to be supervised by a woman; (b) women are 
more suited for staff rather than line positions; and (c) women have 
interests, responsibilities, and other personal attributes which make 
them less desirable as managers than men. 
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Behavioral Implications of Attitudes 
In Personnel Decisions 
Findings from the studies reported by Bowman et al. (1965) and 
Bass et al. (1971) imply that positive or negative attitudes toward 
women in management may have behavioral implications in personnel 
decisions. In both studies a large percentage of male executives 
indicated that they would be reluctant to promote a qualified woman to 
an available managerial position, especially if this position was that of 
company president. In contrast, when the female executives surveyed by 
the Harvard Business Review (Bowman et al., 1965) were asked to consider 
the case of the woman vice president, more than 80 percent said that 
they believed this woman should be promoted to company president. 
These and the other studies reviewed in the previous section imply 
that male executives may rely on stereotypic notions, as well as on 
their own experience, when evaluating women in business and management. 
However, the actual behavioral effects of this type of stereotyping have 
only recently been investigated in business related situations. 
Shaw (1972) found that 132 college recruiters attributed 
significantly more positive adjectives to a male applicant for a 
management training program than to a female applicant even though both 
applicants were simply described as having Master of Business 
Administration degrees in management theory and policy. Of particular 
Interest, however, is a series of four survey-experiments conducted by 
Rosen and Jerdee (1973, 1974a, 1974b, 1974c). In brief, these studies 
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Indicate that both male and female college students and executives tend 
to perceive, evaluate, and reward men and women in business situations 
quite differently even though this tendency does not appear to be quite 
as great among female managers as it is among their male colleagues. 
Because the methodology, as well as the results, of these studies is 
of interest, the following section consists of a review of each of the 
four studies and the conclusions they support. 
The Differential Evaluation of Men and Women 
In Business as Investigated by Rosen and Jerdee 
In 1973 and 1974 Rosen and Jerdee reported the following four 
studies. 
Survey-Experiment % 
The first study was concerned with how "general societal 
expectations regarding male and female behavior influence more specific 
occupational role expectations for male and female supervisory personnel 
in formal organizations" (Rosen & Jerdee, 1973, p. 44). Subjects were 
134 male and 24 female undergraduate business students and 83 male and 
15 female banking supervisors. Each subject was given one of six 
versions of a personnel case in which Ruth or Ralph Brown was the 
supervisor with male, female, or both sexes of subordinates. Thus, the 
four experimental variables were supervisor's sex (male or female), 
subordinates' sex (male, female, or both sexes), judge's sex (male or 
female), and judge's occupation (student or manager). Given one case. 
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each subject was asked to evaluate four supervisory styles as approaches 
for handling the problem outlined. Â2X3X2X2 analysis of variance 
design was then used to test the effects of the experimental variables 
on the evaluations of the four supervisory styles, namely, threat, 
reward, friendly-dependent, and helping. 
Rosen and Jerdee (1973) did not find a significant difference in the 
overall evaluations given to the male and female supervisors. Also, the 
"stereotypes of an aggressive, threatening role being appropriate for 
male supervisors and a compassionate, helping role being appropriate for 
female supervisors was not upheld by the data" (p. 47). Threat as a 
supervisory style was rated extremely low and helping was rated high, 
regardless of the sex of the supervisor in the case. On the other hand, 
a reward style was rated as more effective for male supervisors than 
female managers and a friendly-dependent style was rated as more 
effective when the supervisor and subordinates described were of the 
opposite sex, regardless of whether the supervisor was male or female. 
As a result of this survey-experiment, Rosen and Jerdee concluded 
that their findings provide support for the hypothesis that female 
supervisors are judged as more likely to succeed with certain supervisory 
styles, and males with others, depending upon the congruence between the 
supervisory approach and the culturally expected behavior for each sex. 
These researchers further concluded, "the similarity of ratings made by 
subjects of both sexes provides evidence that men and women share common 
perceptions and expectations regarding what constitutes appropriate 
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behavior for males and females In supervisory positions. In addition, 
the similarity between the ratings of bankers and college students 
suggests that these stereotypes may be quite widely held, at least in 
the white-collar culture" (Rosen & Jerdee, 1973, p. 47). 
Survey-Experiment II 
Rosen and Jerdee conducted a second survey-experiment to determine 
the effects of sex role stereotyping on personnel decisions made by male 
executives. In designing this study, Rosen and Jerdee (1974b) 
"hypothesized (a) that male administrators would tend to discriminate 
against females in Important decisions Involving promotion, development, 
and supervision and (b) that they would tend to discriminate against 
males in decisions Involving competing role demands stemming from family 
or other personal circumstances" (p. 9). These hypotheses were then 
tested using a sanple of 95 male managers from the banking industry. 
To test their hypotheses, Rosen and Jerdee (1974b) used a series of 
four In-basket exercises with each exercise covering a different 
personnel problem. Two or more versions of each case were developed so 
as to manipulate the sex of one or more of the characters and other 
aspects of the situations described. Each subject, then, considered 
one version of each of the four in-basket exercises. 
The first exercise was a memorandum requesting a decision on the 
promotion of an employee to the position of branch manager. Four 
versions of this situation were used so as to manipulate both the sex of 
the candidate and the nature of the manager's job which was described as 
53 
complex or simple and routine. As Rosen and Jerdee (1974b) 
hypothesized, a male candidate was recommended for promotion 
significantly more often than a female, regardless of the complexity of 
the position described. 
In the second exercise, subjects had to select one of two employees 
to attend a personnel conference. In one version of this case the 
choice was between an older, unpromotable female and a younger, highly 
qualified male. In the other version, the choice was between an older, 
unpromotable male and a younger, highly qualified female. According to 
Rosen and Jerdee (1974b), a highly promotable male employee was strongly 
preferred to a female employee with less potential. However, the highly 
promotable female was preferred only slightly more frequently than the 
unpromotable male. 
The third exercise developed by Rosen and Jerdee (1974b) described 
a situation In which a male (or female) supervisor was having a 
performance (or personality) problem with a male (or female) employee. 
When the responses to this exercise were analyzed using analysis of 
variance, Rosen and Jerdee found that the recommended solution to the 
problem depended upon both the sex of the supervisor and the nature of 
the problem. When the supervisor in question was a man and he was 
having a performance problem with an employee, subjects supported the 
Idea of firing the employee from the job. When the supervisor was a 
woman, the subjects believed that a transfer was more appropriate than 
termination. Transfer was also seen as more appropriate when the 
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supervisor was male and the problem was one of personality differences; 
transfer and termination were rated as equally appropriate solutions 
when the supeirvlsor was a woman. 
Rosen and Jerdee (1974b) concluded that the three exercises above 
strongly supported the hypothesis that there Is a bias In favor of men In 
personnel decisions Involving promotion, development, and supervision. 
That there may be a bias toward women was demonstrated through the 
fourth exercise, a case concerning the approval of a request for a leave 
of absence to assume child care responsibilities at home. In one version 
a male accountant was requesting the leave and in the other version, a 
female accountant was making an Identical request. 
As Rosen and Jerdee (1974b) suspected, subjects rated the request 
significantly less appropriate when it came from a male accountant than 
when it was made by a female described to be in exactly the same 
situation. To grant a leave of absence with pay in this case was 
considered inappropriate, regardless of the accountant's sex. For the 
male employee, the most appropriate alternative was to grant no leave 
at all. For a woman, the most desirable alternative was a leave without 
salary. 
Survey-Experiment III 
In their third study, Rosen and Jerdee (1974a) again investigated 
the effects of sex role stereotyping on personnel decisions. Subjects 
were 235 male undergraduate business students who evaluated male (or 
female) applicants for managerial positions which were described as 
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demanding (or routine). Confirming the results of their earlier study, 
Rosen and Jerdee (1974a) found female applicants were selected for 
managerial positions significantly less often than male applicants with 
identical qualifications. Female applicants were also rated 
significantly lower than comparable male applicants when they were given 
an overall evaluation and when they were rated with regard to their 
"*technical potential'...»'potential for long service to the 
organization'..., and 'potential for fitting in well'" (Rosen & Jerdee, 
1974a, p. 512). Furthermore, bias against female applicants was most 
severe when the job requirements were demanding and challenging. That 
is, the lowest evaluations on all of the dependent variables were given 
to female applicants in the demanding requirement experimental condition. 
In reporting their third study, Rosen and Jerdee (1974a) concluded 
that the results provided "further evidence of the subtle, but pervasive 
influence of sex role stereotyping in situations where the issue of sex 
is not made salient for the decision maker" (p. 512). This conclusion 
was again confirmed when these two researchers conducted another more 
extensive survey-experiment (Rosen & Jerdee, 1974c). 
Survey-Experiment IV 
Using situations like those used in their earlier studies, Rosen 
and Jerdee (1974c) developed 11 memos, letters, and reports to describe 
personnel decision situations. A male and a female version of each 
situation was designed with the two versions being identical except for 
the name of the person Involved. For example, in one memo the name 
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Mrs. Karen Wood was used; in the other version the name was Mr. Carl 
Wood. 
Two complete questionnaires were assembled. Form 1 contained 11 
Items with a male employee being considered in the first Incident, a 
female employee in the second incident, and so forth. In Form 2 the 
order was simply reversed. One of these questionnaires was then sent 
to each of 5,000 subscribers of the Harvard Business Review. Of the 
1,500 individuals who returned their questionnaires, 94.7 percent were 
men; 5.3 percent were women. 
Both male and female respondents tended to discriminate against 
women in four of the eleven cases used by Rosen and Jerdee in their 
fourth study (1974c). In the first case, respondents considered a male 
or female candidate for the position of purchasing manager, a job 
requiring an extensive amount of travel. Although the candidates had 
Identical qualifications and only the names of the applicants were 
different, respondents clearly believed that the job was less 
appropriate for a woman than for a man. The man was recommended for the 
position by a larger percentage of respondents. He also received higher 
ratings regarding his suitability for the position and his potential to 
remain on the job. 
The second case required respondents to choose between a young, 
promotable supervisor and an older, unpromotable supervisor to attend a 
training conference. Confirming the results of their earlier study 
(Rosen & Jerdee, 1974b), Rosen and Jerdee found that the young male 
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employee was preferred more often than the young female supervisor with 
identical qualifications. 
The third case involved giving advice to a philandering young 
executive. When the executive in question was a woman, respondents 
believed it was more appropriate to do nothing unless the enployee 
raised the issue. When the young executive was a man, both the male and 
female respondents thought it was better to advise the person to see a 
marriage counselor. 
In the fourth case, respondents considered a situation in which the 
spouse of an aspiring executive did not want to attend social functions 
related to the executive's business. In response to this case, 
respondents clearly believed that wives are obliged to participate in the 
social activities associated with their husbands' careers. In contrast, 
much less in the way of career support was expected from the husbands of 
women with business careers. 
Rosen and Jerdee (1974c) found no significant difference in 
responses when the data collected were analyzed by age, geographic region, 
industry, or the job function of the respondents. However, there were 
some differences between male and female respondents in four of the 
eleven cases. Whereas male respondents were more severe in determining 
the appropriate disciplinary action for a chronically tardy female 
engineer, the female respondents were more harsh when the tardy engineer 
was a man. On the other hand, female respondents were considerably less 
influenced by the person's sex in the other three cases. 
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The women surveyed by Rosen and Jerdee (1974c) saw a request for 
a leave of absence to assume child care responsibilities as equally 
appropriate for a male or female accountant. Men viewed such a request 
as much more appropriate for a woman than for a man. The female 
respondents were also less Influenced by the sex of the employee when 
making decisions regarding the promotion of a candidate in the 
marketing department. The candidate in this case believed that a 
healthy balance should be maintained in assuming family and job related 
responsibilities. Male respondents clearly favored promotion for the 
male candidate but not for the woman with identical beliefs and 
qualifications. Likewise, male respondents believed significantly 
greater organizational efforts should be exerted to retain a valuable 
male employee than a female with identical experience and expertise. 
Female respondents who received Form 1 recommended that the organization 
exert the same effort to retain the male employee as the respondents 
who received Form 2 which described a female employee. 
Indications of discrimination were not found in three of the cases 
Rosen and Jerdee (1974c) used. When the job requirements were exact and 
the applicant did not meet them, respondents rejected both a male and a 
female candidate. Similarly, when the applicant clearly met job 
requirements, respondents gave the candidate high evaluations, regardless 
of whether this person was male or female. Respondents also strongly 
disapproved of a tough-sounding memo, regardless of whether it was 
supposedly written by a man or woman manager. 
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Summary of Concluslons 
As a result of their studies, Rosen and Jerdee concluded that men 
and women In business related situations are differentially perceived, 
evaluated, and rewarded by both male and female college students and 
executives even though the tendency to differentially evaluate men and 
women does not appear to be as great among female managers as it is 
among their male colleagues. Rosen and Jerdee further concluded that 
decision makers appear to fall back on preconceived attitudes about men 
and women when the position that should be taken is ambiguous and the 
issue of sex discrimination Is not salient. When the decision situation 
lacks ambiguity or when the possibility of sex discrimination is clearly 
evident, decision makers clearly show less discrimination or favoritism. 
The Differential Evaluation of Men and Women 
in Achievement Situations 
The conclusions drawn by Rosen and Jerdee (1973, 1974a, 1974b, 
1974c) are supported by a number of studies by psychologists. Several of 
these studies indicate that the attributes and achievements of men and 
women are generally perceived and evaluated quite differently by both 
male and female subjects. Further studies indicate that the tendency to 
differentially evaluate men and women is particularly evident in 
achievement situations which are competitive or perceived to be 
masculine in nature. 
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Business as a^  Masculine. Competitive Achievement Situation 
The managerial hierarchies of most American businesses represent 
highly cou^ etltlve achievement situations (Patton, 1976; Tamarkln, 1972). 
Owners and employees work In a very complex and competitive economic 
environment to achieve, for example. Increases In sales, greater market 
shares, higher profits, better returns on Investments, and more status 
and prestige for their respective firms within the business community. 
At all levels of management, there Is also considerable competition 
among employees for the most rewarding managerial positions. In 
addition, there Is a high degree of competition among firms to recruit 
and keep the most effective of these employees. 
There Is also little doubt that business administration has been 
considered a masculine area of achievement as well as one that is 
highly competitive (Scheln, 1972). Extensive surveys of business 
persons subscribing to the Harvard Business Review clearly Indicate that 
managerial positions In business are perceived as male-dominated 
occupations (Bowman, 1964; Bowman et al., 1965; Fuller & Batchelder, 
1953). A recent study by Feather (1975) suggests that both male and 
female college students concur with executives in business and 
perceive positions In business administration as being dominated by men. 
The masculine dominance of business is also, of course, supported by the 
statistics which show that more than 80 percent of the managerial 
positions in business are still filled by men (Kronholz, 1976). 
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The Relative Value of Masculine Attributes and Tasks 
There Is considerable evidence that attributes and tasks associated 
with masculinity are valued more highly than those perceived as feminine. 
Several studies conducted during the past 30 years provide ample 
evidence that the characteristics which typify males in American society 
are valued more highly than the attributes which are considered to be 
typical of females (Broverman et al., 1972). Other studies Indicate 
that performance on a task labeled as masculine is considered to be both 
better (Deaux & Emswlller, 1974) and more difficult (Deaux & Farris 
cited in Deaux, 1976) than an equivalent performance on a feminine task. 
The Differential Evaluation of Performance Quality 
A number of social psychologists have also found that the 
achievements of women are not as highly evaluated as those of men even 
when the accomplishments are the same. In a widely cited study, Philip 
Goldberg (1971) demonstrated that female college students evaluated 
articles supposedly written by women significantly lower than articles 
by men even though the names of male and female authors had simply been 
randomly assigned to otherwise identical manuscripts. In a later study, 
Pheterson, Klesler, and Goldberg (1971) asked female subjects to 
evaluate the accomplishments of male and female painters. Again, the 
artistic achievements of women were evaluated less favorably than those 
of the men when subjects were told that the works of art were entries in 
an art conçetitlon. 
Comparable results were found by Deaux and Taynor (1973) when they 
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asked male and female college students to evaluate male and female 
applicants for a study-abroad program. In this study, subjects tended 
to perceive a highly qualified male applicant as more competent and 
intelligent than a woman with identical qualifications. Similarly, 
Deaux and Emswiller (1974) found that both male and female college 
students tended to perceive men as more skillful and intelligent than 
women even though the performances being evaluated were perceived as 
being identical. In still another study. Feather and Simon (1975) found 
that men were judged more positively than equally successful women. 
There is some evidence that competent women are being evaluated more 
favorably by women but this trend does not seem to be evident in male 
perceptions of female conçetency. In a replication of the Goldberg 
study, Morris (cited in Frieze, Fisher, Hanusa, McHugh, & Valle, in 
press) found that female subjects gave higher ratings to articles 
supposedly written by women whereas they gave lower evaluations to 
equivalent male authors. Similarly, Deaux and Taynor (1973) found that 
female subjects evaluated competent women slightly higher on competence 
than comparable men. In both studies male subjects gave higher 
evaluations to men than they did to women. 
There is also experimental evidence that the evaluations of a 
female's performance can be improved by using objective criteria or by 
providing specific information about the quality of the performance. 
In the study by Deaux and Taynor (1973) cited above, subjects tended to 
perceive a highly qualified woman as less competent and intelligent than 
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a comparable man, but this woman did receive relatively high ratings with 
regard to these attributes. Similarly, Deaux and Emswlller (1974) found 
subjects rated males and females as having performed equally well on 
clearly defined experimental tasks even though performance on a masculine 
task was considered better than the Identical performance on a task 
perceived to be feminine. 
When Pheterson et al. (1971) asked college students to evaluate the 
works of male or female artists, male artists received higher ratings If 
the works of art were described as entries In an art competition. But 
when the paintings were described as already having won a prize, male 
and female artists received equally high ratings. Similar effects have 
been reported in several field studies (eg. Clifford & Looft, 1971; 
Walster, Cleary, & Clifford, 1970). 
The Effects of Expectations and Attributions on Evaluations 
The studies just sumnarlzed suggest that the achievements of women 
may be evaluated as favorably as those of men if they are clearly 
coiiq>arable or if they represent "winning" performances. Further research 
in social psychology, however, indicates that the evaluations given to a 
performance are affected not only by the quality of the achievement but 
by other factors as well. One factor of particular importance is the 
level of achievement which is expected. Another is the attributions 
made about why the performance was a success or failure. 
Valle (cited in Frieze et al., in press) has developed a model which 
suggests how initial expectations can affect the causal attributions 
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regarding a particular achievement and how the type of causal 
attribution can. In turn, affect predictions regarding future 
performances. Valle's model suggests that when a prediction about a 
future performance of an individual is being made, the perceiver 
considers both the individual's most recent performance and the 
expectations the perceiver had before that performance. Predictions 
about the future depend upon how much importance is given to the recent 
performance and how much to initial expectations. 
According to Valle's model, the amount of Importance given to a 
previous performance is related to the attributed cause of that 
performance. If the performance is attributed to a stable factor such 
as ability, the outcome will tend to be weighted heavily. If, on the 
other hand, the outcome is attributed to unstable factors such as luck 
or the amount of effort exerted, the outcome will be weighed less 
heavily in making predictions about future outcomes. 
More specifically, Valle hypothesizes that the type of attribution 
made is a function of the difference between the actual outcome and the 
level of performance that was initially expected. The larger this 
difference, the greater will be the tendency to attribute the outcome to 
unstable factors such as luck, mood, or effort. The less this 
difference, the greater the tendency will be to attribute the outcome 
to a stable factor like ability. 
Valle's model has important Implications for the evaluation of a 
woman's performance in an achievement situation in which she is expected 
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to do poorly. In this case she may, of course, not even be given the 
opportunity to perform since successful performance is not expected. 
If she is given the opportunity to demonstrate competence. Valleys model 
suggests that a high quality performance may not be weighted heavily in 
making predictions about the woman's future achievements. That is, since 
a successful performance is not expected, it is likely it will be 
attributed to an unstable factor like luck or effort. Consequently, the 
successful performance will be given less weight in predictions for the 
future success of the woman whereas the initial expectations will be 
given more consideration in this prediction. On the other hand, if the 
woman in this situation does do poorly, her poor performance probably 
will be attributed to a stable factor like lack of ability, thereby 
supporting and reinforcing initial expectations regarding her 
performance. 
Expectations for Men and Women in Achievement Situations 
Several studies by social psychologists indicate that men are 
expected to perform better than women in achievement situations which 
are perceived as novel, masculine, or competitive (Deaux & Emswiller, 
1974; Feldman-Summers & Kiesler, 1974; Kiesler, 1975). For example, 
Feldman-Summers and Kiesler (1974) found both male and female 
undergraduates expect males to perform better than females when given a 
set of logical and mathematical problems to solve. More importantly, 
Feldman-Summers and Kiesler have reported that they have not been able to 
find a single occupation in which females are expected to be more 
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successful than males. In the studies conducted by these two 
researchers, both male and female undergraduates expect men to be 
significantly more successful or at least as successful as women, 
regardless of the particular occupation being considered. Feldman-
Summers and Kiesler conclude, "males are singly expected to be more 
successful than females. Thus, a female's success will be more or less 
unexpected and will be explained in different attributional terms than 
a male's success" (p. 854). 
Attributions about Male and Female Achievements 
Like expectations for performance, attributions about why a person 
succeeds or fails in a masculine or competitive achievement situation 
do appear to vary according to the sex of the person being evaluated 
(Deaux & Emswiller, 1974; Etaugh & Brown, 1975; Feather & Simon, 1975; 
Feldman-Summers & Kiesler, 1974; Taynor & Deaux, 1973). In general, 
female successes are more likely to be attributed to unstable factors 
such as luck or the amount of effort exerted whereas male successes are 
more often attributed to the stable, internal factor of ability. On 
the other hand, failure is generally perceived as being caused by a 
lack of ability for females and by other factors like lack of effort 
for males. 
The Importance of Success and Failure 
Still further research suggests that neither success nor failure is 
perceived to be as important to women as it is to men in masculine or 
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competitive achievement situations. Confirming the results of the study 
conducted by Deaux and Taynor (1973), Feather and Simon (1975) found 
successful men were judged more positively than equally successful women 
whereas unsuccessful men were judged more negatively than women who 
failed In masculine, competitive occupations. In another study. Feather 
(1975) found that successful men were perceived as happier about their 
successes than equally successful women In male-dominated occupations. 
At the same time, men were perceived to be more unhappy about their 
failures than women in these occupations. 
Positive and Negative Consequences of Female Achievement 
Success in a male-dominated occupation may be quite attractive to 
women even though this success is not as important as it is to men 
(Feather, 1975). As Kiesler (1975) points out, a woman may be positively 
evaluated and rewarded by others if she achieves more than is generally 
expected of her whereas a man would have to achieve more to exceed 
expectations and be comparatively rewarded. For example, Taynor and 
Deaux (1973) found that females were relatively overrewarded for 
unexpected success in an experimental situation. Using a simulated 
work-sançling task, Hamner and his colleagues (Hamner, Kim, Balrd, & 
Bigoness, 1974) found that female applicants for an unskilled, male-
dominated job received higher overall ratings of task performance than 
male applicants for the same job. In both cases a man would be expected 
to succeed while a woman would not. When the female performed equally 
well, her performance was apparently seen as better and more worthy of 
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reward because It was unexpected. 
Although there is some evidence that a woman's unexpected success 
will be positively rewarded, further research indicates that female 
success in masculine or competitive achievement situations may have 
negative consequences not associated with male success in such 
circumstances. For example. Feather and Simon (1975) have shown that 
females are viewed as less feminine if they succeed in an occupation. 
On the basis of several studies, Horner (1970, 1972) has concluded that 
many women develop a motive to avoid success because success is 
perceived to be associated with anxiety, guilt, or other negative 
consequences. 
In a recent experiment, Hagen and Kahn (1975) demonstrated that 
female competence in achievement situations may certainly have negative 
consequences. These researchers concluded, "Men only like competent 
women from a distance; when men and women have to work together or 
against one another, they prefer an Incompetent woman as much as a 
competent one. When deciding which member should be omitted from the 
group, both men and wonen showed a tendency to reject the competent 
woman relative to the competent man. Thus, when given a choice of 
who not to have around, for both sexes a competent woman is more 
likely to be excluded than a competent man" (p. 371). 
The findings reported by Hagen and Kahn (1975) certainly parallel 
those of Komarovsky (1973). The latter researcher interviewed male 
college students and found that these respondents expressed higher esteem 
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for working women than for housewives. At the same time, most of 
the men were adamant in their expressed preference for wives who 
didn't work after marriage. Thus, it Is not surprising that women 
are sensitive to the attitudes of men toward the achievements and 
careers of women and affected by these attitudes (Gordon & Hall, 1974; 
Hawley, 1972; Kaley, 1971; Lynch, 1973). 
Summary and Conclusion 
In a series of four survey-experiments Rosen and Jerdee (1973, 
1974a, 1974b, 1974c) demonstrated that both male and female executives 
and college students tend to differentially perceive, evaluate, and 
reward men and women in hypothetical business related situations, even 
though female executives are apparently less Influenced by the sex of an 
employee than a man in at least some situations. Although the findings 
reported by Rosen and Jerdee are based on relatively limited samples, 
these results do not appear to be unique to the samples or situations 
used. Instead, these findings appear to be reflections of a general 
tendency to differentially evaluate and reward men and women in 
masculine, coopetitive achievement situations. 
Research summarized in this section indicates that the evaluations 
of a woman's performance, relative to a man's, can be improved by using 
objective criteria or by providing specific information about the 
quality of the performance. This apparently explains why Rosen and 
Jerdee found that neither male nor female executives differentially 
evaluated men and women in achievement situations clearly lacking in 
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ambiguity. A comparative lack of ambiguity may also explain why the 
tendency to differentially evaluate men and women in personnel decisions 
is sometimes much less among female executives than it is among their 
male colleagues. Nevertheless, both male and female executives appear 
to evaluate men and women differently when the situation and the 
position that should be taken are at least somewhat ambiguous. 
The differential evaluation and reward of men and women can be 
predicted and explained as a consequence of actuarial prejudice 
(Kiesler, 1975) or sex role stereotyping (Deaux, 1976; Deaux & Emswiller, 
1974; Feather, 1975; Feather & Simon, 1975; Feldman-Summers & Kiesler, 
1974; Frieze et al., in press; Hagen & Kahn, 1975; Kaley, 1971; 
Pheterson et al., 1971; Stein & Bailey, 1973). But in both cases the 
effects are the same. Both processes involve making stereotypic 
responses about individuals who may or may not conform to the 
stereotype to which they are compared. Both also result in different 
expectations, attributions, evaluations, and rewards for men and women 
in masculine, competitive achievement situations like business 
administration. 
Expectations and Aspirations 
Related to Employment 
Occupational aspirations, job mobility, continuity of employment, 
and other expectations related to employment appear to be important 
factors in determining whether an employee is seriously considered for 
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managerial work In business (Fretz & Haynan, 1973; Gllckman et al, 1968; 
Patton, 1976; lamarkln, 1972). Managers and management trainees In 
large businesses frequently relocate or change employers In order to 
learn different aspects of business or to assume higher level 
positions. And, firms of all sizes are, of course, reluctant to Invest 
management experience and training dollars in temporary employees or 
employees who do not aspire to higher, more responsible positions. 
Occupational Expectations and Aspirations 
Expected levels of performance appear to be important determinants 
of aspirations and actual performance in achievement situations. Several 
studies have demonstrated that people with higher expectations of success 
on achievement tasks perform better than those with lower expectations. 
Past research also indicates that higher expectations for success may 
lead to higher personal evaluations of one's own performance and to the 
selection of more difficult tasks. (See Klesler, 1975 or Frieze et al., 
in press for a review of the literature supporting these generalizations.) 
Numerous studies in psychology indicate that, in comparison to 
females, males have consistently higher expectations for their own 
success in experimental achievement situations which are perceived as 
novel, masculine, competitive, or dependent upon skill (Deaux & 
Emswlller, 1974; Deaux & Farris cited in Deaux, 1976; Deaux, White, & 
Farris, 1975; Feather, 1969; Feldman-Summers & Klesler, 1974; Frieze 
et al,, in press). There are, however, few studies dealing specifically 
with the occupational expectations and aspirations of men and women 
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pursuing careers in business administration. 
A recent study of the Iowa labor force (Iowa Commission on the 
Status of Women, 1976) indicates that the occupational aspirations of 
male and female workers are quite different. Whereas 51 percent of the 
2,708 male respondents aspired to managerial positions, only 22 percent 
of the 2,423 women aspired to such positions (Iowa Commission on the 
Status of Women, 1976, p. 135). 
Reasons for Working and Job Satisfaction 
The study sponsored by the Iowa Commission on the Status of Women 
(1976) also found "the main financial reason for working appeared to be 
different for men and women. Ninety-five percent of the male 
respondents worked either to support only themselves or themselves and 
others in contrast to only 45 percent of the female respondents" (p. 61). 
Thus, this study supports the assumption made by many employers that 
women work for different reasons than men (Prather, 1971). 
It is also often assumed that women are more concerned with 
extrinsic factors such as company policy, working conditions, job 
security, and relationships with co-workers while men are primarily 
concerned with intrinsic factors such as the nature of their work, 
achievements, responsibility, recognition, and advancement. Several 
studies, however, indicate that there are no sex differences with regard 
to intrinsic or extrinsic job factors when age, education, and job level 
are controlled (Burke, 1966a, 1966b; Centers & Bugental, 1966; Saleh & 
Lalljee, 1969). In one of these studies (Centers & Bugental, 1966) women 
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workers placed a higher value on Interpersonal relations whereas 
self-expression appeared to be more Important to the men surveyed, but 
there was no sex difference In the overall value placed on Intrinsic and 
extrinsic factors. 
A relatively recent study of a very large sample of male and female 
workers Indicated that Americans In the general labor force are equally 
concerned with materialistic and nonmaterialistlc occupational goals 
such as income on the one hand and self-fulfillment on the other 
(Goodwin, 1969). In another study using a large sample of federal and 
state employees, Herrlck (1973) found "male and female executives appear 
to perceive very little difference in the importance of their needs" 
as employees. This study also confirmed the findings of the earlier 
studies cited above which indicated that there are only a few 
differences in job satisfaction as expressed by male and female workers 
in equivalent positions. 
Worklife Expectancies and Patterns of Employment 
Men are more likely to be continuously employed throughout their 
adult lives but the worklife expectancy of women has continually 
increased since 1900 ("Facts about Women's Absenteeism," 1972). Analysis 
of data compiled by the Department of Labor indicates that the worklife 
expectancies and work patterns of women are affected by many factors 
including (a) marital status, (b) presence and age of children, 
(c) family income, and (d) education, as well as by employment 
opportunities ("Facts about Women's Absenteeism," 1972; Waldman, 1972; 
74 
Weil, 1971). According to Waldman (1972), the employment of women 
is normally discontinuous; that is, "a recent analysis of the lifetime 
work expectancy of women shows that they typically take a job in their 
late teens or early 20's, leave the labor force after marriage, resume 
work when their child rearing responsibilities decrease, and retire from 
the job world in their late 50*s or early 60's" (p. 38). 
Data compiled on a national and state basis indicate that many 
women with young children continue to be employed in the paid labor 
force (Iowa Commission on the Status of Women, 1976, p. 63; 
Metropolitan Life Insurance Company, 1974). On the other hand, there is 
little evidence that men are assuming child rearing and other home-
making responsibilities in dual-career families (Centra, 1974, 1975; 
Poloma & Garland, 1971). Therefore, it can probably be assumed that 
many women with children will not work outside the home during some 
interval in their adult life. 
Job Mobility 
In spite of differences in the worklife expectancies and employment 
patterns of men and women, there appear to be only very moderate 
differences in the absenteeism and labor turnover rates of employed men 
and women when job level and circumstances are taken into consideration 
("Facts about Women's Absenteeism," 1972). Men are occupationally and 
geographically more mobile than women ("Facts about Women's Absenteeism," 
1972). That is, men relocate more often and make more frequent 
occupation changes than women. However, the recent study of the Iowa 
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labor force cited earlier Indicated that female workers may be more 
occupâtlonally and geographically mobile than It has been previously 
assumed (Iowa Commission on the Status of Women, 1976, pp. 112-114). 
Summary and Conclusions 
Research reviewed in the previous chapter suggests that the self-
perceptions of women in business may be less consistent with the 
perceived requirements of managerial work than the self-perceptions of 
their male colleagues. However, a woman's perceptions of herself and 
the required attributes for success in management are only two of the 
personal attributes which may affect the manner and extent to which she 
pursues a managerial career. Other important attributes Include her 
expectations, aspirations, and attitudes related to employment. 
A businesswoman's attitudes toward women in management may certainly 
Influence her own career as well as the careers of other women. These 
attitudes, however, are not as Important as the behavioral implications 
that they may have for actual personnel decisions. Research summarized 
in this chapter clearly indicates that female executives generally 
express more positive attitudes toward women in business and 
management than their male colleagues. Nevertheless, the findings of 
several studies demonstrate that both male and female executives and 
college students tend to differentially evaluate and reward men and 
women in hypothetical business related situations. A review of still 
further research indicates that these findings are not unique to the 
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samples or situations used but reflections of a general tendency to 
differentially evaluate and reward men and women in masculine, 
competitive achievement situations. Thus, it appears to be important to 
determine what attitudes toward women in business and management exist 
among the students currently in business schools. 
Although the research reviewed in this chapter suggests that the 
women in business schools may express positive attitudes toward 
themselves and comparable women and be less influenced by the sex of an 
employee in some personnel situations, past research also indicates 
that these women may have expectations and aspirations which may 
inhibit their advancement to managerial positions relative to men. 
Even though they may have job related needs and satisfactions which are 
similar to those of their male colleagues, these women are likely to have 
lower occupational expectations and aspirations, shorter worklife 
expectancies, and less continuous work patterns. In addition, they may 
work for different reasons and be less willing to relocate to assume a 
better position. Since these differences may explain why men are more 
frequently considered for managerial positions than women, it appears to 
be very important to determine if such differences exist between the 
men and women currently enrolled in collegiate business schools. Since 
job mobility, worklife expectancies, and patterns of employment for 
women are a function of several factors including (a) marital status, 
(b) the presence and age of children, (c) education, and (d) employment 
opportunities; it is also important to determine the expectations of 
women in business schools in regard to these variables. 
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CHAPTER V. 
PROCEDURES 
The literature reviewed In the two previous chapters indicated that 
a study should be conducted to determine If women enrolled In a 
collegiate business school have psychological attributes which may 
Inhibit or enhance their advancement to managerial positions In business 
relative to their male colleagues. The attributes selected for study 
were (a) self-perceptions In relation to perceptions of a successful 
business manager, (b) attitudes toward women In business and management, 
and (c) expectations and aspirations related to employment. On the 
basis of the available literature regarding these attributes, five 
general hypotheses were proposed for empirical Investigation. Outlined 
In Chapter I, these hypotheses were tested using data from a survey of 
undergraduate men and women studying business administration at Iowa 
State University. The purpose of this chapter is to present a 
description of (a) the population of students which was surveyed, 
(b) the development of the survey questionnaire, (c) the data collection 
procedures, (d) the characteristics of the sample of students, and 
(e) the techniques of statistical analysis used. 
The Population Surveyed 
The present study was limited to undergraduate students majoring in 
business administration at Iowa State University, Ames, Iowa. A 
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definition of the specific population used Is presented In this 
section. 
Definition of the Population 
The population selected for study was defined to Include all Iowa 
State University students officially classified as seniors and majors In 
the Department of Industrial Administration as of May 1, 1976. A list of 
the elements In this population was then constructed using university and 
department records. After all corrections were made for students no 
longer attending school, this list consisted of 336 names. A copy of 
this list is presented as Appendix A of this dissertation. 
Limitation of the Population to Senior Students 
The population defined for the present study was limited to senior 
undergraduates on the assumption that this group would be relatively 
homogeneous in terms of their commitment to a major in business 
administration and the amount of coursework they had already taken in 
this area of study. An alternative would have been to define the 
population to Include students classified as juniors and even 
sophomores. The inclusion of these students, however, probably would 
have resulted in a much more heterogeneous group and only complicated 
analysis of the data unless, of course, differences between students 
classified by year in school were of interest. Since differences between 
male and female students were the major concern, the decision was made 
to survey only students classified as seniors. 
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Limitation of the Population to Iowa State University Students 
The present study was limited to students majoring in the Department 
of Industrial Administration at Iowa State University on the assumption 
that this group would be more homogeneous in terms of family background, 
rural-urban orientation, academic ability, and experience in college 
than a group of students from a combination of collegiate business 
schools. Using a survey of students from only one university, of course, 
limited the generalizations which could be drawn from the study. On the 
other hand, the selection of a more homogeneous population provided the 
basis for a direct study of differences between male and female groups 
with this study uncomplicated by between college or university 
differences. Furthermore, although there is considerable variability 
among student populations depending on the location and type of college 
they attend, Iowa State University does appear to be a representative 
undergraduate business school in several important respects. 
Iowa State University 
as ^  Representative Business School 
Founded in 1868, Iowa State University has established national and 
international reputations in several of the basic and applied sciences 
including, in particular, agriculture, veterinary medicine, engineering, 
and home economics. Undergraduate education in business administration 
is offered at Iowa State through the Department of Industrial 
Administration (I.Ad.). Although the name is sometimes misleading. 
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I.Ad. is a typical undergraduate department of business administration 
offering a wide variety of courses in the areas of general business 
management, accounting, finance, marketing, and transportation. 
Administratively under the College of Sciences and Humanities, the 
I.Ad. department originated during the early 1940's in what Is now the 
Department of Economics. Today, the department is, by far, the largest 
at Iowa State. As of the beginning of Winter Quarter 1977, over 1600 
undergraduates were majoring in I.Ad. and the total enrollment in 
courses taught through the department reached 5,000. 
A Bachelor of Science degree with a major in Industrial 
Administration was first conferred by Iowa State in 1948. Since that 
time, it has been obvious that relatively few women have received this 
degree. At the same time, it has also become apparent that the number 
of women majoring in I.Ad. has been increasing in recent years. Thus, 
a project was initiated to more accurately document these trends and 
compare them to available national statistics. 
Data Obtained through the Cooperative Institutional Research Program 
Since 1968 Iowa State has queried its incoming freshmen using a 
questionnaire obtained through the Cooperative Institutional Research 
Program (CIRP) which is conducted jointly by the American Council on 
Education and the University of California at Los Angeles (Note 1). 
During summer orientation, freshmen at Iowa State fill out copies of the 
questionnaire which are sent to CIRP where they are tabulated. A 
print-out is then returned showing the results of the Iowa State 
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freshmen survey compared to national norms for comparable universities 
across the United States. 
The CIRP questionnaire used in 1972, 1973, 1974, and 1975 provided 
information regarding (a) the proportion of freshmen who are women, 
(b) the proportion of freshmen who believe that "business" will be their 
probable major field of study and (c) the proportion of freshmen who 
believe that their probable career occupation will be that of a 
"businessman." According to these data, women now constitute about the 
same proportion of the freshmen class at Iowa State as they do at other 
comparable universities. For example, according to the 1975 survey, 
44.7 percent of the incoming freshmen at Iowa State were women compared 
to a national norm of 46.0. 
The recent data collected through the CIRP questionnaire also 
indicate that the proportion of college freshmen who express a 
preference for majors and careers in business has been consistently 
lower for women than it has been for men and that this has been the case 
at Iowa State as well as at comparable universities. For exançle, in 
1974 only 7.0 percent of the freshmen women surveyed at Iowa State said 
that their probable major would be in business whereas 18.7 percent of 
the male freshmen surveyed expressed this preference. This type of 
difference is apparent across the four years for which data are 
available and a similar pattern is found when the national norms for 
men and women are compared for 1972, 1973, 1974, and 1975. 
The 1975 data collected through the CIRP questionnaire indicate 
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a decline in the proportion of Iowa State freshmen who say their probable 
field of study and occupation will be in business. For exaiiq>le, in 1975 
only 4.4 percent of the freshmen women surveyed at Iowa State said their 
probable major would be in business; in 1974 this percentage was 7.0. 
However, enrollment figures for the Industrial Administration 
department indicate that the number of students at Iowa State actually 
majoring in business has almost continually increased during the past 
ten years. 
Student Enrollments in Industrial Administration 
Taxed by low financial resources and a high student-to-faculty 
ratio, the I.Ad. department has experienced the problems and rate of 
growth that appear to be typical of member institutions of the American 
Assembly of Collegiate Schools of Business (Petry & Quackenbush, 1975). 
As shown in Table 1, the number of students majoring in I.Ad. at Iowa 
State has more than doubled during the past ten years. Since 1970 the 
number of I.Ad. majors has increased by at least 10 percent a year with 
a particularly high increase of 21.5 percent occurring between 1972 and 
1973. 
From the data summarized in Table 1, it appears that the number of 
women majoring in Industrial Administration started to significantly 
increase in 1971 and 1972 when women accounted for about 9 percent of the 
majors in the department. Increasing at a rate of 4 to 6 percent a year, 
this percentage was 25.7 as of the beginning of Fall Quarter 1975. In 
contrast, women constituted only 5 percent or less of the students 
84 
Table 1 
Majors In Industrial Administration at Iowa State University 
Classified by Sex: Fall 1965 through Fall 1975 
Male Female Total 
undergraduates undergraduates undergraduates 
Year N %* N N 
1965 556 96.5 20 3.5 576 
1966 655 97.5 17 2.5 672 +16.7 
1967 660 97.6 16 2.4 676 + 0.6 
1968 688 96.2 27 3.8 715 + 5.8 
1969 686 94.6 39 5.4 725 + 1.4 
1970 670 94.4 40 5.6 710 - 2.1 
1971 715 91.3 68 8.7 783 +10.3 
1972 788 90.6 82 9.4 870 +11.1 
1973 898 85.0 159 15.0 1057 +21.5 
1974 940 78.8 253 21.2 1193 +12.9 
1975 995 74.3 345 25.7 1340 +12.3 
Note. The data In this table represent enrollment figures as of 
the third week of fall quarter for each of the given years. This 
information was obtained from the Office of the Registrar, Beardshear 
Hall, Iowa State University, Ames, Iowa. 
P^ercentage based on the total number of majors in Industrial 
Administration for the given year. 
P^ercentage indicating the rate of growth in the total number of 
majors in Industrial Administration. This percentage is based on the 
total number of majors given for the previous year. 
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majoring In I.Ad. prior to 1970. 
Enrollments Compared to AACSB Institutions 
The statistics summarized in Table 1 definitely support the 
conclusion that the enrollment of women in I.Ad. has been significantly 
increasing in terms of both the number of women majors and their status 
as a percentage of the total number of students majoring in the 
department. Furthermore, it appears that the participation of women in 
I.Ad. at Iowa State is about the same as it is at other AACSB schools 
although conq)arable statistics are now available for only two academic 
years, namely, 1972-1973 and 1973-1974. 
According to the 1972-1973 survey of AACSB schools (Flewellen & 
DeZoort, 1975), 12.2 percent of the undergraduates enrolled in AACSB 
schools were women. At this time, women constituted about 10 percent 
of the students majoring in I.Ad. at Iowa State. During the 1973-1974 
academic year, women accounted for 15 percent of the students majoring 
in I.Ad. The AACSB schools surveyed at this time reported that 18.9 
percent of the undergraduates in their programs were women (American 
Assembly of Collegiate Schools of Business, 1975, p. 11). Thus, the 
recent increases in the enrollment of women in the Industrial 
Administration department at Iowa State appear to be reflections of the 
general trend reported by member AACSB institutions. 
Degrees in Industrial Administrâtion Conferred to Women 
In 1950, 1960, and 1970 women received between 7.6 and 9.0 percent 
of all the bachelor's degrees in business and management conferred in 
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the United States. During the period between 1950 and 1970 a much lower 
percentage of women received bachelor's degrees in Industrial 
Administration at Iowa State. 
As mentioned earlier, a Bachelor of Science degree with a major in 
Industrial Administration was first conferred by Iowa State in 1948. 
As shown in Table 2, the percentage of degrees conferred to women 
fluctuated with no apparent pattern from 0.0 to 7.0 percent from 1948 
through the 1971-1972 academic year. During this period women received 
a total of only 3.0 percent of the some 2,500 bachelor's degrees in 
Industrial Administration, a percentage that appears to be lower than 
comparable national statistics for the same period. 
By 1972 women received 9.5 percent of all of the bachelor's degrees 
in business and management granted in the United States. During the 
1972-1973 academic year, the percentage of bachelor's degrees in I.Ad. 
conferred to women also rose to 9.2 percent. As shown in Table 2, this 
percentage fell to 6.6 a year later but rose again to 15.0 percent during 
thel974-1975 academic year. During the 1975-1976 school year, women 
received almost 25 percent of the bachelor's degrees in business 
administration at Iowa State University. 
Conclusion 
Graduate education in business administration has just recently been 
introduced at Iowa State University, but in several other important 
respects, the Department of Industrial Administration appears to be quite 
typical of the programs found in most other collegiate business schools. 
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Table 2 
Bachelor's Degrees In Industrial Administration 
Conferred to Women: 1948 through 1976 
Total number Degrees 
of degrees conferred 
conferred to women 
Academic year N N 
1948-1949 67 2 3.0 
1949-1950 107 3 2.8 
1950-1951 85 1 1.2 
1951-1952 69 2 2.9 
1952-1953 60 4 6.7 
1953-1954 57 4 7.0 
1954-1955 65 0 0.0 
1955-1956 69 3 4.3 
1956-1957 73 0 0.0 
1957-1958 112 3 2.7 
1958-1959 106 1 0.9 
1959-1960 102 5 4.9 
1960-1961 95 1 1.1 
1961-1962 87 2 2.3 
1962-1963 91 3 3.3 
1963-1964 94 0 0.0 
1964-1965 120 3 2.5 
1965-1966 96 2 2.1 
1966-1967 127 2 1.6 
1967-1968 158 4 2.5 
1968-1969 150 8 5.3 
1969-1970 163 3 1.8 
1970-1971 185 8 4.3 
1971-1972 176 12 6.8 
1972-1973 195 18 9.2 
1973-1974 226 15 6.6 
1974-1975 227 34 15.0 
1975-1976 317 78 24.6 
Totals 3479 221 
Note. The Information presented In this table was obLained from 
the Office of the Registrar, Beardshear Hall, Iowa State University, 
Ames, Iowa. 
P^ercentage based on the total number of degrees in Industrial 
Administration conferred during the given year. 
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The undergraduate courses and functional areas of emphasis are comparable 
to member Institutions of the ÂÂCSB. Freshmen students at Iowa State 
appear to express preferences for majors and careers In business to the 
same extent they do at comparable universities. The Increases In the 
number of total students, as well as In the number of women, enrolled In 
I.Ad. definitely reflects a general trend reported by other collegiate 
business schools. In addition, women now appear to be receiving about 
the same percentage of degrees In business administration at Iowa State 
University as they are on a national basis. 
Development of the Questionnaire 
Given the population as defined and justified above, a questionnaire 
was developed as the survey Instrument in the present study. A copy of 
this questionnaire is presented in Appendix B of this dissertation. 
In brief, the questionnaire consisted of an introductory letter 
followed by six separate sections of items. Two forms of the 
questionnaire were used with Form A being exactly the same as Form B 
except for the first 12 items in Section III. Following is a description 
of the purpose and development of each section. 
Section I^ ; Perceptions of a^  Successful Manager 
Section I of the questionnaire was designed to measure perceptions 
of an effective, promotable manager in American business. Section I was 
also designed to furnish a context for the self-assessment which 
Section II was to provide. To accomplish these objectives, respondents 
were Instructed to imagine they were going to meet a person for the 
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first time and that the only thing they knew in advance was that the 
person was a top level executive in a large American corporation. 
Respondents were then asked to describe this individual using 60 pairs 
of descriptive phrases arranged in bipolar form so each phrase 
represented the pole of a 7-point scale. 
The general approach used to develop this section of the 
questionnaire was essentially the same as that used by Rosenkrantz et al. 
(1968) in their initial efforts to measure the self-concepts and sex 
role stereotypes expressed by college students. This group of 
psychologists asked a sample of college students to list behaviors, 
attitudes, and personality characteristics which they considered to 
differentiate men and women. The items mentioned by more than one 
student were used to construct pairs of descriptive phrases separated 
by 60 points as shown in the following item: 
Not at all aggressive Very aggressive 
1 2 3 4 5 6 7 
The resulting list of 122 items was then administered to survey groups 
to determine sex role stereotypes and the extent to which these 
stereotypes are associated with self-concepts and other variables. 
The work described by Broverman et al. (1972) indicates that the 
questionnaire developed by Rosenkrantz and his colleagues is useful in 
measuring the perceptions of college students and other survey groups. 
Therefore, a questionnaire of this type was deemed suitable for the 
present study. However, it was also decided it would be more appropriate 
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to develop a new questionnaire which would allow the respondents to 
describe themselves, as well as a person In a high level management 
position, In terms of the personal attributes that business executives 
believe differentiate between men and women or affect their 
promotablllty. As a result, the basic form of the questionnaire 
described by Rosenkrantz et al. (1968) was maintained but a new series 
of descriptive phrases was developed. 
Ideas for the new series of Items were gleaned from surveys of 
business executives which were conducted within the last ten years or 
so. The first of these was a survey of almost 2,000 male business 
executives reported in the Harvard Business Review (Bowman, 1964). In 
exploratory field Interviews, business executives identified positive 
attributes which they believed generally led to promotion in the 
business world. The same executives also identified qualities which had 
negative effects or no direct bearing on promotabllity. A "rating grid" 
was then developed using the 60 factors affecting promotabllity according 
to the executives Interviewed. 
In using the rating grid, respondents were asked to rate each 
suggested criteria as either helpful, harmful, or irrelevant to 
promotion in the managerial ranks (Bowman, 1964). Nine of the 60 
suggested criteria were rated by over 90 percent of the respondents as 
factors which should and do positively affect promotion in business in 
general. The nine factors were as follows: (a) ability to communicate; 
(b) ambition, drive; (c) college education; (d) making sound decisions; 
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(e) self-confidence; (f) good appearance; (g) getting things done with 
and through people; (h) capacity for hard work; and (i) responsibility, 
conscientiousness (Bowman, 1964}. Since these variables were so widely 
accepted, they were used as the basis for the first eleven pairs of 
descriptive phrases used in the present study. 
Using the style suggested by Rosenkrantz et al. (1968), "ability to 
communicate" was rewritten to construct the first pair of phrases, 
namely, "communicates very poorly with other people" and "communicates 
very well with other people." These two phrases were then arranged to 
form the poles of a simple 7-point scale. The remaining 60 pairs of 
phrases used in the present study were all developed in a similar manner 
with ideas for each pair being suggested from the study reported by 
Bowman (1964) or other reports of research. 
As stated above, items 1 through 11 were suggested by nine criteria 
from the study reported by Bowman (1964). Similarly, items 12 through 35 
were suggested by 24 other behaviors, attitudes, or personality 
characteristics evaluated by the respondents in this study. 
Items 36 through 56 and item 60 were suggested by the results of a 
survey of 94 women executives conducted by Lynch (1973). Since the 
questions asked these women were only of the open-end type. Lynch 
summarized her findings by simply quoting the respondents and 
interpreting their remarks. In this process, she reported what women 
executives believed were the attributes of women promoted in the 
managerial ranks of business (Lynch, 1973, pp. 92-93, pp. 216-217). 
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For the present study descriptions of these attributes were used to 
construct a list of 53 descriptive phrases reflecting the sentiments of 
the women surveyed. More than half of these phrases were the same or 
similar to criteria evaluated in the survey reported by Bowman (1964). 
As a result, only 21 of the 53 phrases were used to develop scales for 
the questionnaire used in the present study. 
Finally, the ideas for items 57, 58, and 59 were gleaned from the 
research reported by Basil (1972). As mentioned earlier in this 
dissertation, Basil asked respondents to consider nine selected personal 
attributes. For each attribute, respondents were asked to indicate 
whether this characteristic was a requirement for top management and 
whether it was more likely to be found in men or women. 
This list of nine characteristics used by Basil (1972) contained six 
items that were directly or Indirectly mentioned by respondents surveyed 
by Bowman (1964) or Lynch (1973). As a result, only three of the nine 
characteristics listed added any new information to the list of it 
being developed. Similarly, two other questionnaires that were examined 
did not significantly add to the list of behaviors, attitudes, and 
personality characteristics that business executives have Indicated 
differentiate men and women or affect their promotabillty (Lorlng & 
Wells, 1972; Schwartz, 1971). As a result, the decision was made to 
use the 60 items thus far developed and not expand the series of 
scales further. 
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Section II; Self-Perceptions 
The second section of the questionnaire was designed to measure 
self-perceptions of each respondent. In this section, respondents were 
simply asked to describe themselves using the same series of 60 
descriptive scales listed in the preceding section of the questionnaire. 
Thus, respondents were asked to evaluate themselves in terms of the 
attributes generally used to describe American business managers with 
Section I of the questionnaire providing a context for this 
self-assessment. 
Section III; Evaluation of Personnel Decisions 
In general. Section III of the questionnaire was designed to 
determine if male and female college students have different attitudes 
toward men and women in business and consequently differentially 
evaluate men and women in business related situations. In brief, this 
section consisted of 15 hypothetical situations to which respondents 
were asked to react. Thus, only selected implications of attitudes 
toward men and women in business were investigated to provide an 
indirect measure of these attitudes. 
Other researchers have attempted to identify attitudes toward men 
and women in business by using agree-disagree statements and other 
more direct types of questions. For example, Schwartz (1971) measured 
attitudes toward women by developing a series of 18 statements such as, 
"Women have less motivation than men" (p. 104). Respondents were then 
asked to indicate whether they thought each statement was generally true 
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or false. Similarly, Basil (1972) developed 19 statements such as, 
"Women are less interested in their jobs than men" (p. 117). Respondents 
were then asked to indicate whether each statement was true or false. 
Four simple agree-disagree items were also used in the extensive study 
reported by Bowman et al. (1965). Following a similar approach, 
Bass et al. (1971) developed a 56-item questionnaire to examine attitudes 
toward women in business. Each item consisted of a statement such as, 
"Males resent working for a female boss" (Bass et al., 1971, p. 228). 
Respondents then used a 5-point agree-disagree scale to indicate their 
opinions. 
While the results of the four studies cited above indicated that 
agree-disagree statements and more direct types of questions are useful 
in determining attitudes toward women in management, another approach 
to attitude measurement was used in the present study. This approach was 
suggested by the research reported by Crawford (1970). To determine the 
attitudes of marketing executives toward ethics in marketing research, 
Crawford used a questionnaire including brief descriptions of 20 
hypothetical situations involving ethical issues in marketing research. 
In each situation, the marketing research director of Company X took 
some specific action and the respondent was asked to indicate whether 
he/she approved or disapproved of the action taken. 
To determine if the approach used by Crawford (1970) would be useful 
in measuring attitudes of college students, an informal pilot study was 
conducted by this author In February of 1976. A relatively short 
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questionnaire was developed and distributed to the 87 students enrolled 
in the classes in marketing research being taught by this author. The 
body of the questionnaire consisted of 17 items. Fourteen of these items 
were slightly rewritten versions of those used by Crawford. The three 
additional items were written especially for the pilot study. These 
items were as follows: 
1. One woman end one man recently applied for the position of 
Marketing Research Director of the H Company. The man was 
slightly more qualified than the woman but the woman was 
given the position. 
2. One woman and one man recently applied for the position of 
Assistant Research Analyst at the K Company. The two applicants 
were equally qualified and the man was given the position. 
3. Four men and one woman were recently hired by H Company as 
Assistant Marketing Research Analysts. On the first day of 
work the woman was asked whether she would rather have the 
position of the company president's executive secretary which 
had just opened up the day before. The position was not, 
however, mentioned to any of the new male employees. 
A total of 81 students completed the pilot study questionnaire. 
Twenty-one of these students were women and 60 were men. An analysis of 
the results of this study indicated that there was general agreement 
between these two groups with regard to all but two of the hypothetical 
situations described in the questionnaire. These two situations were 
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the second and third cases quoted above. 
About 90 percent of the men and 90 percent of the women disapproved 
of giving the position of marketing research director to a woman when the 
man applying for the position was slightly more qualified. When the two 
applicants were described as being equally qualified, however, only 
11 percent of the men disapproved of giving the man a management position 
whereas 55 percent of the women disapproved. Using chi-square analysis. 
2 this difference was found to be significant (x^  = 13.472, 2 ^ .0005). 
The men and women surveyed also significantly differed in their opinions 
regarding the situation in which a secretarial position was offered to a 
new female employee but not to her male colleagues. In this case, 81 
percent of the women disapproved of this action whereas only 52 percent 
of the men indicated disapproval. Although this difference of opinion 
was not as extreme as in the other case, the difference was found to be 
quite significant (x^  = 4.470, £< .05). 
This small pilot study did, of course, have several limitations. 
It did, however, indicate that hypothetical situations like those 
developed by Crawford can be used to determine if male and female college 
students have different opinions with respect to personnel decisions 
concerning both men and women in business. Furthermore, the results of 
the pilot study indicated that the attitudes expressed by members of 
either sex may vary depending upon the context of a hypothetical 
personnel decision and the sex of the Individuals involved in the 
situation. Since this idea was also strongly supported by four studies 
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reported by Rosen and Jerdee (1973, 1974a, 1974b, 1974c), the decision 
was made to develop a series of 15 hypothetical situations involving 
personnel decisions and to develop two forms of most of the items so 
that the action taken or the context of the situation could be varied. 
Ideas for the 15 items were gleaned from several sources. The 
first two items were simple variations of items used in the pilot 
study described above. In the first item, one of the applicants for a 
relatively high level position was more qualified than the other but the 
less qualified person was given the job. In Form A the less qualified 
person was a woman; the more qualified person was a man. In Form B of 
the item, the less qualified person was a man; the more qualified person 
was a woman. 
In the second item a man and a woman were again both applying for a 
relatively high level position which was described as a "very complex and 
important job." In this item, however, the applicants were described as 
being about equally qualified. In Form A the woman was given the 
position and in Form B the man was given the job. 
Since Rosen and Jerdee (1974a, 1974b) found that job demands may 
have differential effects on the evaluation of male and female job 
applicants, the fourth item was essentially the same as the second item 
except that the position for which the man and woman were applying was 
described as a "very routine job" instead of a very complex and 
important one. Form A and Form B of the item were identical except that 
in one form the man was given the position and in the other form the 
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woman was given the job. 
The situation described in Form A of item 3 was essentially the same 
one that was used by Bowman et al. (1965) to elicit the reactions of 
business executives to the promotion of a woman to the position of 
company president. In Form B this situation was simply changed so that 
the person being considered for this position was a man. 
The situation described in item 5 was based on a series of similar 
hypothetical situations used by Rosen and Jerdee (1974b, 1974c). In 
Form A an older, relatively unpromotable man was compared with a younger, 
perhaps more promo table woman. In this form of the item the man, 
instead of the woman, was selected to attend a management training 
conference. In Form B the same two people were compared but the woman 
was selected to attend the conference. 
Items 6, 7, and 9 were also based on research conducted by Rosen and 
Jerdee (1973). According to the findings of this study, what is 
perceived as appropriate and effective supervisory behavior depends on 
the sex of the supervisor and the sex of the subordinates. Thus, in 
these three items the sex of the supervisor, the sex of the subordinate, 
or the action taken was varied from one item to another and from one form 
of each item to the other. For example, in Form A of item 9 the super­
visor in the problem situation was a woman. In Form B the supervisor was 
a man; the sex of the subordinate and the action taken were the same in 
both forms. In item 6 the action taken was varied while the sex of the 
supervisor and the sex of the subordinate were the same in both forms 
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of the Item. 
The hypothetical situation described In Item 8 was also based on 
research conducted by Rosen and Jerdee (1974b, 1974c). In this case an 
employee asked for a leave of absence to assume family responsibilities. 
In Form A the employee was a woman; In Form B the employee was a man. 
Based on the findings reported by Rosen and Jerdee (1974c), Items 
10, 11, 12, and 14 were all designed to determine If the marital status 
or the job of an employee's spouse differentially affect the reward and 
promotablllty of men and women. Two forms of Items 10, 11, and 12 were 
developed but only one form of Item 14 was used. Only one form of Items 
13 and 15 was also used so that the responses of the students given 
Form A of the other Items and the responses of the students given Form B 
of the other Items could be directly compared to determine If the two 
groups expressed essentially the same attitudes when given Identical 
Items. 
It should also be noted that Items 13 and 15 were based on the 
experiences of women who recently graduated from Iowa State University 
with majors In Industrial Administration. Both Items were simply 
capsule versions of these experiences as they were told to this author. 
Item 13 was the same as the third item used in the pilot study 
described earlier. In the situation described in this item, a female 
management trainee was asked if she would rather have the position of the 
company president's executive secretary; the position was not mentioned 
to the woman's male colleagues in the management training program. 
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In Item 15 a female graduate in business administration was told that the 
man interviewing her would not consider hiring any woman for the 
coiq>any*s management training program. 
Sections IV and V: Expectations and Aspirations Related to Employment 
Section IV of the questionnaire was designed to identify 
respondents* expectations regarding the relative importance of variables 
which may contribute to job satisfaction or dissatisfaction. Section V 
was designed to collect Information regarding other expectations and 
aspirations related to employment. 
Section IV consisted of 20 "positive" statements about various 
aspects of work. For exan^ le, the first statement was, "The work you do 
is enjoyable and interesting." The other statements related to 
financial rewards, leisure time, type of work done, working conditions, 
and so on. After examining this list of statements, the respondent was 
asked to use the following scale to indicate how important each factor 
would be in determining whether the person would be satisfied with 
a particular job: 1 = not at all important, 2 = important to a very 
little extent, 3 = important to some extent, 4 = important to a 
considerable extent, and 5 = important to a very great extent. 
Eighteen of the 20 factors listed in this section of the 
questionnaire were based on what Goodwin (1969) identified as the 
positive and negative occupational goals of the general American work 
force. Numerous other studies have been conducted with regard to the 
factors affecting job satisfaction and dissatisfaction but a review of 
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several of these research reports indicated that Goodwin's list of 
factors included nearly all of the factors identified and examined by 
other researchers (Burke, 1966a, 1966b; Centers & Bugental, 1966; 
Dunnette, Campbell, & Hakel, 1967; House & Wigdor, 1967; Saleh & Lalljee, 
1969; Wild, 1969). As a result, only Goodwin's analysis was used per se. 
The last two items in Section IV were based on the author's personal 
experience in working with college students in the process of finding 
employment. Since there has been much concern expressed about women in 
business traveling, it seemed appropriate to include a statement 
regarding this variable. Meeting a wide variety of different types of 
people was of interest in the second item. 
Section V of the questionnaire was developed to include 19 
multiple-choice questions to collect information regarding other 
expectations and aspirations related to employment. Below is a list of 
these variables and the corresponding items contained in Section V of 
the questionnaire. 
I. Expectations regarding employment opportunities 
A. General job opportunities for business graduates (Item 1) 
B. Comparative job opportunities for men and women (Item 2) 
II. Expectations regarding adequacy of preparation for first job 
(Item 3) 
III. Aspirations regarding first job after college 
A. Desired area of employment (Item 4) 
B. Desired position (Item 5) 
C. Desired salary or commission (Item 6) 
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IV. Highest occupational aspirations and expectations 
A. Highest desired position (Item 8} 
B. Highest expected annual earned Income (Item 9) 
V. Highest educational aspiration (Item 19) 
VI. Expectations regarding the length and pattern of employment 
A. Expected length of employment with first employer (Item 7) 
B. General workllfe expectancy (Item 10) 
C. Expected retirement age (Item 11) 
D. Expected number of employing firms (Item 12) 
E. Expected effect of child care responsibilities (Item 18) 
VII. Expectations regarding marital status and children 
A. Expected marital status (Item 14) 
B. Expected presence of children (Item 15) 
VIII. Expectations regarding reasons for working (Item 13) 
IX. Expectations regarding responsibilities for financial support 
A. Responsibilities for support of self (Item 16) 
B. Responsibilities for support of spouse (Item 17) 
Section VI: Classification Information 
The final section of the questionnaire consisted of seven multiple-
choice or short answer items designed to collect basic information 
including the respondent's age, sex, marital status, classification in 
college, area of concentration in business administration, cumulative 
grade point average, and expected date of graduation. The remaining 
three items asked each respondent to provide Information about their 
current employment status, the percentage of their college expenses that 
they earned, and their participation and leadership in extracurricular 
activities in college. The last two items were included because such 
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information is often requested when students submit applications for 
permanent employment. 
Cover Letter 
After the content of the questionnaire was established, a cover 
letter was designed to introduce the respondent to the questionnaire. 
Signed by the Chairman of the Department of Industrial Administration 
at Iowa State University, this letter contained instructions telling how 
and where to return the completed survey instrument. Through the cover 
letter an effort was made to encourage respondents to accurately cong)lete 
and return the questionnaire. The purpose, however, of the survey and 
its author were intentionally not clearly identified. 
Pilot Testing of the Questionnaire 
Before the questionnaire was distributed to the population surveyed, 
copies of the instrument were given to twelve students who were seniors 
at Iowa State University but not majors in Industrial Administration. 
Six of these students were men and six were women and all were enrolled 
in courses in the I.Ad. department. All were asked to coiiq>lete the 
questionnaire, record the amount of time spent, and report any problems 
they encountered in answering the questions. Since these students 
reported no problems and each student indicated they spent about 
30 minutes completing the questionnaire, no further pilot testing 
appeared to be necessary. 
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Data Collection Procedures 
After the survey questionnaire developed for the present study was 
pilot tested, it was distributed to undergraduates studying business 
administration at Iowa State University. Details regarding the data 
collection procedures are presented in this section. 
The List of Population Elements 
As stated earlier, the population selected for study was defined as 
all Iowa State University students officially classified as seniors and 
majors in the Department of Industrial Administration as of May 1, 1976. 
A list of the elements in this population was then constructed using 
university and department records. Although there is normally error in 
constructing any list of this type, steps were taken to insure that 
every element of the population was, in fact, identified. The most 
recent records available were checked so that seniors who just recently 
transferred to the I.Ad. department were included in the list. In the 
process of distributing the questionnaires to students, four names were 
eliminated because these students had left school even though they 
remained on some university records. Thus, after these additions and 
deletions, the alphabetical list of students in the population consisted 
of 336 names. Again, a copy of this list is presented as Appendix A. 
Distribution of the Questionnaires 
In the process of compiling the list of seniors majoring in I.Ad., 
the following information was recorded for each student when it was 
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available: (a) local address, (b) local telephone number, (c) at least 
one course In Industrial Administration In which the student was 
officially enrolled, and (d) the name of the Instructor in the course 
or courses. This Information, along with the student's name, was then 
placed on a sealed business envelope containing one copy of the 
questionnaire used in the survey. A random number table was used to 
determine if the first student on the alphabetical list received Form A 
or Form B of the questionnaire. Since it was determined that this 
student would receive Form B, Form A was given to the second student on 
the list. Form B to the third, and so on throughout the list of 336 
names. 
Two weeks before Spring Quarter 1976 ended, the questionnaire 
envelopes were given to instructors in the courses in which the students 
surveyed were enrolled. On May 10, 1976 these instructors were told to 
give the envelopes to the students named on the outside of the envelopes. 
The Instructors were also told that the questionnaires enclosed were 
self-explanatory but if students had any questions, they should contact 
this author. Finally, the instructors were told to return all 
undistributed envelopes as soon as possible. 
When an instructor returned an undelivered envelope, an attempt was 
made to distribute the questionnaire through the instructor in another 
course In which the student was enrolled. If this attempt failed, the 
questionnaire was mailed to the student with a stamped, self-addressed 
envelope included along with the questionnaire. A total of 44 question­
naires were mailed to students and questionnaires were not distributed 
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to the following four students on the list because no addresses were 
available: Dennis Blum, Gregory A. Buck, Marlene R. Johns, and 
Clifford F, Klouda. To this author's knowledge, all 332 of the 
remaining students received a questionnaire through their instructor 
in an I.Ad. course or the postal service. 
Follow-up Procedures 
In the cover letter of the questionnaire, students were given the 
following instructions: "Return your questionnaire to the I.Ad. office, 
300 Carver Hall. There you will find a box labeled 'I.Ad. Question­
naires.' Place your questionnaire in this box. To let us know you have 
returned your questionnaire, check your name off the list you will find 
lying next to the questionnaire box." Since this cover letter was signed 
by the chairman of the department and most students received their 
questionnaires through instructors, there was subtle pressure to complete 
the instrument. Having the students check their names off a list in the 
department's office was another tactic to encourage response. 
To insure a high rate of return, members of the department's 
Student Advisory Council were hired to make follow-up telephone calls to 
students who did not indicate returning a questionnaire by checking 
their name off the list. The Student Advisory Council is a volunteer 
service organization consisting of about 25 undergraduate majors in 
I.Ad. At a regular meeting of this organization, 19 members were each 
given a list of about 18 names, addresses, and telephone numbers for 
which they were responsible. In addition, they were given written 
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procedures for making follow-up telephone calls to the students on 
their lists. A copy of these Instructions Is provided in Appendix C of 
this dissertation. 
Following the survey, the students from the Student Advisory Council 
turned in written reports indicating the students they called and the 
number of telephone calls made to these students. From these reports, 
it was estimated that approximately 50 percent of the students surveyed 
received at least one follow-up telephone call. Two or more calls were 
made to about 25 percent of the students surveyed. These reports also 
indicated that most of the students telephoned said that they would 
return their questionnaires before spring quarter ended. Very few 
students were not reached by telephone and even fewer said that they 
did not want to complete the questionnaire. 
Questionnaire Rates of Return 
As stated earlier, the questionnaires were distributed just two 
weeks before spring quarter ended at Iowa State University. This 
timing possibly reduced the number of questionnaires returned even though 
the follow-up procedures were carefully applied. Nevertheless, 263 or 
79.2 percent of the 332 distributed questionnaires were returned. 
Only six questionnaires were incomplete and not useable. Three 
of these contained no information regarding the sex of the respondent. 
Three others were returned by male students who did not complete the 
first two sections of the questionnaire. As a result, a total of 257 
useable questionnaires were the basis of the study reported in this 
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dissertation. 
The 257 useable questionnaires represented 77.4 percent of the 332 
distributed and 76.5 percent of the 336 students considered to be the 
population for the study. An examination of the name list indicated 
that about 77 women and 255 men received copies of the questionnaire. 
Useable questionnaires were returned by 72 women and 185 men. Thus, the 
return rate for female students was approximately 93.5 percent. For men, 
the return rate was about 72.5 percent. 
Why the return rates were different for male and female students is 
a matter for conjecture since women did not receive any more encourage­
ment to return their questionnaires than the men surveyed. It is 
possible that female students were simply more interested in the survey. 
Another explanation is that female students may complete "assignments" 
in college more readily than their male colleagues. 
Characteristics of the Sample 
The 257 students who returned useable questionnaires represented a 
self-selected sample of 72 women and 185 men from the population defined 
for the present study. As should have been the case, all 257 students 
indicated that they were classified as seniors in Industrial 
Administration when they answered the questions in the final section of 
the questionnaire. 
Information collected through the final section of the Instrument 
was analyzed to determine if the groups of men and women who returned 
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the questionnaire were similar with respect to their (a) average age, 
(b) marital status, (c) area of concentration In business administration, 
(d) cumulative grade point average, (e) expected quarter of graduation, 
and (f) employment status. This analysis appeared to be particularly 
Important since the return rates for the men and women were quite 
different. 
Age of Respondents 
The first part of Table 3 provides a frequency distribution of the 
reported ages of the students returning questionnaires. Although the 
students* ages ranged from 20 to 39 years, about 72 percent of all of the 
students were 21 or 22 years old. Only 1 percent were less than 21 years 
old and only 2 percent were older than 30. 
As shown In Table 3, the mean age for the 185 men was 22.64 years; 
the mean age for the 72 women was 22.69. As would be expected, a _t test 
Indicated that the difference between these two means was not 
statistically significant using the .05 level of probability as a 
decision criterion. 
Marital Status 
About 75 percent of the students surveyed were single and never 
married. Most of the remaining students were married; only a few were 
separated or divorced. As shown in Table 3, chl-square analysis 
indicated that the small differences between the men and women were not 
significant when the .05 level of probability was used as a decision 
criterion. 
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Table 3 
Characteristics of the Sample of Iowa State 
University Students Classified as Seniors and 
Majors In Industrial Administration 
Men Women Total 
Characteristic N % N % N % 
Age 
20 years 3 4.2 3 1.2 
21 years 44 23.8 26 36.1 70 27.2 
22 years 89 48.2 26 36.1 115 44.6 
23 years 23 12.4 4 5.5 27 10.5 
24 years 3 1.6 3 4.2 6 2.3 
25 years 7 3.8 4 5.5 11 4.3 
26 years 7 3.8 3 4.2 10 3.9 
27 years 3 1.6 3 1.2 
28 years 4 2.2 4 1.6 
29 years 2 1.1 2 0.8 
30 years 1 0.5 1 0.4 
31 years 
32 years 1 0.5 1 0.4 
33 years 
34 years 
35 years 1 0.5 1 0.4 
36 years 1 1.4 1 0.4 
37 years 
38 years 
39 years 2 2.8 2 0.8 
Totals Ï85 100.0 72 100.0 257 100.0 
Mean 22.64 years 22.69 years 
Variance 4.50 12.36 
Standard deviation 2.12 3.52 
_t * 0.139, 255 d.f. Not significant. 
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Table 3 (Continued) 
Men Women Total 
Characteristic N % N % N % 
Marital Status 
Married 42 22.7 18 25.0 60 23.4 
Divorced or separated 2 1.1 2 2.8 4 1.5 
Single, never married 141 76.2 52 72.2 193 75.1 
Totals 185 100.0 72 100.0 257 100.0 
4 
= 0.01. Not significant. 
Area of ' Concentration 
Accounting 60 32.5 30 41.7 90 35.0 
Finance 20 10.8 4 5.6 24 9.3 
Marketing 55 29.7 24 33.3 79 30.7 
Transportation 11 6.0 2 2.8 13 5.1 
Management or general 
business 30 16.2 7 9.7 37 14.4 
Other 9 4.8 5 6.9 14 5.5 
Totals 185 100.0 72 100.0 257 100.0 
2 
*5 
= 5.96. Not significant. 
Cumulative Grade Point Average 
Range 1.7 - 3.9 2.3 - 3.8 1.7 - 3.9 
Mean 2 .67 2. 99 2 .77 
Variance 0 .1876 0. 1457 
Standard deviation^  0 .4331 0. 3817 
Number of students 183 70 255 
t = 5.426, 251 , d.f. £ < .001. 
T^his category was eliminated for the purposes of chi-square 
analysis so that not more than 20 percent of the expected values would 
be less than five. 
T^wo male students and two female students did not report their 
cumulative grade point averages. 
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Table 3 (Continued) 
Men Women Total 
Characteristic N % N % N % 
Expected Quarter of Graduation 
Spring 1976 106 58.9 46 70.7 152 62.1 
Summer 1976 18 10.0 7 10.8 25 10.2 
Fall 1976 28 15.6 2 3.1 30 12.2 
Winter 1977 12 6.7 2 3.1 14 5.7 
Spring 1977 10 5.5 5 7.7 15 6.1 
Summer 1977 or later 6 3.3 3 4.6 9 3.7 
Totals 180 100.0 65 100.0 245 100.0 
No information 5 7 12 
2 
*5 8.87. Not significant. 
Employment Status 
Have accepted a full time 
job to begin after 
graduation 58 31.3 22 31.0 80 31.3 
Have not accepted a job 
to begin after 
graduation 127 68.7 49 69.0 176 68.7 
Totals 185 100.0 71 100.0 256 100.0 
N o  i n f o r m a t i o n  O i l  
2 
= 0.01. Not significant. 
113 
Area of Concentration in Industrial Administration 
Approximately one third of the men and women surveyed were 
concentrating in accounting or marketing with the remaining students 
indicating that they were emphasizing finance, transportation, 
management, or general business in their programs of study. According 
to the data summarized in Table 3, it appears that a higher proportion 
of women than men were concentrating their studies in accounting and 
marketing. Chi-square analysis, however, indicated that these apparent 
differences were not significant. 
Cumulative Grade Point Average 
As shown in Table 3, the reported cumulative grade point averages 
for the students ranged from 1.7 to 3.9 on a 0.0 to 4.0 scale. The mean 
cumulative grade point for the women was 2.99 and a t_ test indicated that 
this was significantly higher than 2.67, the mean cumulative grade point 
for the men surveyed. 
Expected Quarter of Graduation 
About 60 percent of the students surveyed at the end of Spring 
Quarter 1976 expected to graduate that quarter. Another 20 percent 
expected to graduate within the following six months. As shown in 
Table 3, the differences in expected quarter of graduation for the men 
and women were not significant when a .05 level of probability was 
used as the decision criterion. 
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Employment Status 
Slightly less than one third of the men and women surveyed reported 
that they had already accepted a full time job to begin after college 
graduation. The remaining two thirds indicated that they had not 
accepted such a position. As shown in Table 3, the very small 
percentage differences between the men and women were not significant 
when chi-square analysis was applied to these data. 
Conclusion 
The sang)le of women from which information was received had a 
significantly higher average grade point when compared to the sample of 
men. This is, however, a common finding of college student surveys. 
Furthermore, there were no significant differences between the two 
groups with respect to their (a) average age, (b) marital status, 
(c) area of concentration in business administration, (d) expected 
quarter of graduation, or (e) employment status. As a result, it was 
concluded that these variables would not complicate an analysis of the 
other data collected through the questionnaire and that the population 
surveyed was, in fact, a relatively homogeneous group in terms of the 
students' ages, marital status, academic experience, and employment 
status. 
Statistical Techniques 
The data collected through the survey questionnaire were coded and 
transferred to computer cards for tabulation and further analysis. When 
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possible, responses were pre-coded directly on the questionnaire. The 
remaining responses were coded when the questionnaires were checked and 
edited. An outline of the codes used is presented as Appendix D of 
this dissertation. 
Four statistical approaches were used to analyze the data collected 
from the sample of 257 students after these data were coded and initially 
tabulated. An explorât'"-y factor analysis was carried out to reduce the 
number of variables used in describing the self-perceptions of the 
respondents and their perceptions of a top level executive in a large 
American corporation. The procedures, as well as the results, of this 
analysis are presented in the next chapter. 
The ^  test and Spearman rank-order correlation coefficient were 
used in determining if the men and women surveyed accepted a common 
image of the effective, promotable business manager. These approaches 
were also used in deteirminlng if the self-perceptions of the men and 
women were equally consistent with their perceptions of a successful 
manager. 
Chl-square analysis was used to analyze the remaining data collected 
through the questionnaire. These data included (a) the responses to the 
hypothetical business situations listed in the third section of the 
survey Instrument and (b) the Information regarding expectations and 
aspirations related to employment. When applicable, _t tests were also 
used to determine if there were significant differences in the mean 
responses of the men and women surveyed. The Spearman rank-order 
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correlation coefflcent was used as an Indicant of the agreement between 
the men and women when their mean responses were ranked in descending 
order. Throughout these analyses, a .05 level of probability was used 
as the basic decision criterion. 
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CHAPTER VI. 
FINDINGS 
The primary objective of this study was to determine if women 
currently studying business administration in a collegiate business 
school have perceptions, expectations, and other psychological attributes 
which may inhibit the advancement of these women to managerial positions 
relative to their male colleagues. To achieve this objective, five 
general hypotheses were developed and tested using data collected from 
72 female and 185 male seniors majoring in Industrial Administration at 
Iowa State University. The results of this analysis are presented in 
this chapter. 
Factor Analysis of the Successful Manager Image 
and the Computation of Factor Scores 
Section I of the survey questionnaire was designed to measure an 
individual's perceptions of a successful manager by asking the respondent 
to describe a person who is employed in a high level managerial position 
in American business. Section I was also constructed to furnish a 
context for the self-assessment which Section II of the questionnaire was 
to provide. Both sections consisted of a series of 60 pairs of 
descriptive phrases arranged in bipolar form so that each phrase 
represented the pole of a 7-point scale. In Section I respondents were 
asked to use these scales to describe "a top level executive in a large 
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American corporation." In Section II respondents were asked to use the 
same scales to describe themselves. 
The data collected through Section I of the questionnaire were used 
to test the hypothesis that there Is no significant difference In the 
Image of the Individual who Is promoted In American business as It Is 
perceived by men and women currently enrolled In a collegiate business 
school. These data, along with the data collected through Section II, 
were also used to test the hypothesis that men and women enrolled In a 
collegiate business school have self-perceptions which are equally 
consistent with their perceptions of the person who Is promoted within 
the managerial ranks. Before either hypothesis was tested, however, 
an exploratory factor analysis was carried out to reduce the number of 
variables used to describe the Images Investigated. 
To simplify the discussion In this chapter, the term "manager 
Image" will be used to refer to the Image of the Individual described In 
Section I of the questionnaire. The term "self-image" will be used to 
refer to the self-perceptions recorded In Section II. 
Method of Factor Analysis 
As stated above, the responses to the 60 Items In Section I of the 
questionnaire constituted the manager Image. Pre-coded In the survey 
questionnaire, these responses were factor analyzed using the Little 
Jiffy, Mark IV approach (Kaiser & Rice, 1974). The data from all 257 
student respondents were combined for this analysis which resulted in 
14 factors. 
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Presentation of the Factors 
The 14 factors describing the manager image are presented in 
Table 4. As shown in this table, each factor consisted of one or more of 
the 60 original items on the questionnaire and each item appeared in 
only one factor. The mean, standard deviation, factor loading, and 
index of factorial simplicity for each item are reported in their 
respective places within the factors listed in Table 4. Eigenvalues 
for the 14 factors are reported in Table 5. The overall measure of 
sampling adequacy and the overall index of factorial simplicity were 
respectively 0.88 and 0.68, indicating a highly satisfactory analysis. 
Factor 3^ . Factor 1 was titled Leadership Ability and consisted of 
four items. Two items had both high factor loadings and high indexes of 
factorial simplicity. These items described the individual's ability to 
accept suggestions and criticisms from others. The remaining two items 
described the individual's ability to develop the best in others and the 
person's sensitivity to the feelings of others. 
Factor 2^ . Factor 2 was titled Social and Physical Appearance and 
consisted of seven items. The adjective phrases constituting the poles 
of the item with the highest loading on this factor were "not at all 
polite" and "very polite." Physical appearance was the attribute of 
interest in the second highest loading item. "Not at all tactful" and 
"very tactful" represented the poles of the third highest loading item. 
The remaining four items also related to the courtesy and impression 
of the individual evaluated. 
Table 4 
Factors of Manager Image 
Item* Attribute Mean S.D. Loading IFS^  
Factor 1: Leadership Ability 
20® Will take suggestions from subordinates with great 
difficulty—Will take suggestions from subordinates 
very easily 4.81 1.05 .73 .80 
21® Accepts criticism only with great difficulty—Accepts 
criticism very easily 4.49 1.04 .73 .86 
23 Very unable to develop the best in others—Very able to 
develop the best in others 5.23 0.90 .53 .40 
27 Not at all sensitive to the feelings of others—Very 
sensitive to the feelings of others 4.37 0.86 .33 .28 
Factor 2: Social and Physical Appearance 
37 Not at all polite—Very polite 5.25 0.98 .77 .80 
7 Has a very poor appearance—Has a very good appearance 5.76 0.84 .53 .39 
51 Not at all tactful—Very tactful 5.39 0.89 .51 .39 
54 Not at all respectful of others—Very respectful of others 5.04 1.00 .44 .49 
28 Interprets rules very narrowly—Interprets rules very broadly 4.34 0.93 -.44 .32 
40 Not at all dignified—Very dignified 5.37 0.81 .42 .34 
41 Not at all warm and friendly—Very warm and friendly 4.73 0.92 .36 .51 
Factor 3; Professional Ethics 
29^  Never takes the credit others have earned—Always takes the 
credit others have earned 3.65 1.13 .86 .94 
o
 o
 
Never shifts blame to others—Always shifts blame to others 3.36 1.09 .78 .98 
53"^  Not at all honest--Very honest 5.00 1.02 —. 36 .33 
Note. The data in this table summarize the results of the exploratory factor analysis used 
to interpret the data collected through Section I of the questionnaire. Unless otherwise noted, 
each item was placed in the factor on which the item's loading was the highest. N = 257. 
*Item numbers refer to the corresponding item in Section I of the questionnaire. 
I^FS • Index of Factorial Simplicity for each item. 
T^his item did not significantly load on any other factor. 
T^he factor loading for this item on Factor 2 was .39. 
Table 4 (Continued) 
Item Attribute Mean S. D. Loading IPS 
Factor 4: Potential for Professional Growth 
12 Very immature, mentally and emotionally—Very mature, 
mentally and emotionally 5.70 0. 85 .77 .71 
11 Not at all conscientious—Very conscientious 5.42 0. 95 .61 .53 
3 Has a very low need to be successful—Has a very high need 
to be successful 6.09 0. 79 .52 .41 
56 Not at all intelligent—Very intelligent 5.63 0. 75 .45 .39 
4® Very poorly educated—Very highly educated 5.50 0. 82 .39 .32 
16^  Has developed few technical skills—Has developed many 
technical skills 4.67 1. 08 .31 .67 
52 Very low desire for excellence—Very high desire for 
excellence 6.00 0. 74 .31 .24 
36® Not at all patient—Very patient 4.46 1. 10 .30 .63 
22 Potential for professional growth is very low—Potential for 
professional growth is very high 5.64 0. 96 .24 .31 
Factor 5: Personal Characteristics 
58^  Not at all emotionally stable—Very emotionally stable 5.35 0. 94 .84 .91 
59 Not at all interested in people—Very interested in people 5.08 0. 93 .52 .47 
60 Not at all open-minded—Very open-minded 4.86 1. 02 .41 .42 
25 Doesn't understand own strengths and weaknesses at all— 
Understands own strengths and weaknesses very well 5.30 1. 03 .34 .47 
Factor 6; Achievement Orientation 
1 Communicates very poorly with other people—Communicates 
very well with other people 
8 Is completely unable to get things done with and through 
people—Is very able to get things done with and through 
people 
2 Has no amount of ambition and drive—Has a very great 
amount of ambition and drive 
9 Very low capacity for hard work—Very high capacity for 
hard work 
19^  Will make suggestions to superiors with great difficulty— 
Will make suggestions to superiors very easily 
10 Assumes responsibility with a very great deal of 
difficulty—Assumes responsibility very easily 
The factor loading for this item on Factor 1 was -.41. 
T^he factor loading for this item on Factor 12 was -.51. 
®The factor loading for this item on Factor 14 was -.32. 
5.93 0.80 .65 .78 
6.10 0.80 .53 .73 
6.26 0.74 .50 .46 
5.89 0.91 .47 .57 
5.56 0.85 .30 .35 
6.05 0.79 .29 .27 
The factor loading for this item on Factor 1 was .34. 
Table 4 (Continued) 
Item Attribute Mean S. D. Loading IFS 
Factor 7: Task Orientation 
43^  Not at all persistent—Very persistent 5.80 0. 72 .60 .80 
42 Pays very little attention to detail—Pays a very great 
deal of attention to detail 5.44 0. 92 .59 .47 
17 Not at all aggressive—Very aggressive 5.61 0. 91 .54 .57 
26 Sacrifices nothing and no one to achieve success—Sacrifices 
everything and everyone to achieve success 4.49 0. 86 .37 .33 
18^  Not at all energetic—Very energetic 5.65 0. 80 .30 .22 
33^  Always accepts authority without question—Never accepts 
authority without question 3.94 1. 18 -.28 .31 
47k Not at all dedicated—Very dedicated 5.97 0. 76 .23 .26 
Factor 8: Managerial Ability 
00
 0
 
Has no administrative skill at all—Has a very great deal 
of administrative skill 6.05 0. 70 .68 .88 
34 Subordinates home and family to career interests—Subordinates 
career interests to home and family 3.75 1. 31 -.37 .37 
55 Very poor analytical ability—Very good analytical ability 5.62 0. 85 .35 .48 
5 Makes very poor decisions—Makes very sound decisions 5.86 0. 76 .32 .27 
49 Not at all persuasive—Very persuasive 5.91 0. >66 .31 .95 
46^  Able to delegate responsibility only with difficulty—Able to 
delegate responsibility very easily 5.83 0. 88 .20 .32 
Factor 9: Creativity 
14^  Not at all innovative—Very innovative 5.14 0.90 .69 .86 
13 Not at all flexible—Very flexible 4.83 1.03 .57 .66 
15 A, very low risk-taker—A very high risk-taker 4.52 0.90 .51 .48 
35 Very low conformity to organization norms—Very high 
conformity to organization norms 5.33 1.01 -.33 w
 
00
 
Factor 10: Community and Cultural Interests 
31= Very low interest in community affairs—Very high interest 
in community affairs 5.06 0.98 .68 .95 
32= Very low Interest in cultural events—Very high interest 
in cultural events 4.79 0.88 .68 .93 
Factor 11: Reality Orientation 
50= Not at all objective—Very objective 5.29 0.90 .53 .87 
57= Not at all perceptive—Very perceptive 5.70 0.81 .40 .77 
Factor 12 : Decisiveness 
38= Not at all decisive—Very decisive 5.89 0.78 .44 .84 
6= Not at all self-confident—Very self-confident 6.13 0.74 .18 .26 
T^he factor loading for this item on Factor 5 was .30. 
T^he factor loading for this item on Factor 11 was .29. 
k The factor loading for this item on Factor 5 was -.24. 
Table 4 (Continued) 
Item Attribute Mean S. D. Loading IFS 
Factor 13 : Knowledge of Business 
45C Not at all knowledgeable about business—Very knowledgeable 
about business 6.26 0. 79 .56 .97 
Factor 14 : Individual Autonomy 
24 Very weak sense of integrity—Very strong sense of Integrity 5.31 0. 98 .42 .69 
39 Has a very poor sense of humor—Has a very good sense of 
humor 4.83 0. 88 -.40 .75 
44 Not at all Impersonal and aloof—Very Impersonal and aloof 3.98 1. 22 .31 .49 
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Table 5 
Eigenvalues of Manager Image Factors 
Factor 
Eigen­
values 
Percent^  
variance 
Cumulative 
percent 
1. Leadership Ability 32.37 11.50 11.50 
2. Social and Physical Appearance 12.03 10.44 21.94 
3. Professional Ethics 5.68 10.44 32.34 
4. Potential for Professional Growth 4.28 10.14 42.48 
5. Personal Characteristics 3.85 9.48 51.96 
6. Achievement Orientation 3.56 7.92 59.88 
7. Task Orientation 3.26 7.83 67.71 
8. Managerial Ability 2.97 6.49 74.20 
9. Creativity 2.93 6.48 80.68 
10. Community and Cultural Interests 2.69 4.79 85.47 
11. Reality Orientation 2.54 4.29 89.76 
12. Decisiveness 2.34 4.00 93.76 
13. Knowledge of Business 2.23 3.23 96.99 
14. Individual Autonomy 2.16 3.01 100.00 
R^otated factors 
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Factor Factor 3 was titled Professional Ethics and consisted of 
three Items, two of which had both high factor loadings and high Indexes 
of factorial simplicity. These items described the extent to which the 
person evaluated tends to take the credit others have earned or shift 
blame to others. "Not at all honest" and "very honest" were the poles of 
the third item. Although this item had a lower loading. It obviously 
related to the other two items in the factor. 
Factor Factor 4 was titled Potential for Professional Growth 
and consisted of nine items. The item with the highest factor loading 
and index of factorial simplicity related to the mental and emotional 
maturity of the person evaluated. The next two most Inçortant items in 
this factor described the Individual's conscientiousness and need for 
success. The next three items referred to the person's intelligence, 
amount of education, and technical skills. The last three items 
described the person's desire for excellence, patience, and potential for 
professional growth. 
Factor 5^ . Factor 5 was titled Personal Characteristics and four 
items were included in this factor. The item with the highest loading 
and index of factorial simplicity described the emotional stability of 
the person evaluated. The remaining items described the extent to 
which the person is Interested in people, open-minded, and capable of 
understanding personal strengths and weaknesses. 
Factor Factor 6 was titled Achievement Orientation and 
consisted of six items describing a person's general ability to achieve 
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In an organization. The first two items described the person's ability 
to communicate with others and get things done with and through people. 
The next two items referred to the person's amount of ambition and 
capacity for hard work. The last two items described the individual's 
willingness to make suggestions to superiors and assume responsibility. 
Factor T. Factor 7 was titled Task Orientation and consisted of 
seven items describing a person's ability to succeed at a particular 
task. Persistence and attention to detail were the first attributes in 
this factor. The remaining five items described the aggressiveness, 
energy, and dedication of the individual evaluated. 
Factor Factor 8 was titled Managerial Ability and six items 
were included in this factor. The item with the highest factor 
loading and index of factorial simplicity related directly to 
administrative skill. The remaining five items had considerably lower 
loadings on this factor but all directly or Indirectly referred to 
abilities In management. In brief, these included the ability to 
balance family and career Interests, analytical ability, the ability to 
make sound decisions, persuasiveness, and the ability to delegate 
responsibility. 
Factor 2» Four items were Included in Factor 9 and this factor was 
titled Creativity. The item with the highest loading and index of 
factorial simplicity referred to the Innovâtiveness of the individual 
evaluated. The next two items related to the person's flexibility and 
tendency to take risks. The fourth item described the extent to which 
131 
the person conforms to organizational norms. 
Factor 10. Titled Community and Cultural Interests, Factor 10 
Included only two Items. Both Items, however, had high loadings on the 
factor and very high Indexes of factorial simplicity. As the title of 
the factor Indicates, these Items described a person's Interest In 
community affairs and cultural events. 
Factor 11. Factor 11 was titled Reality Orientation and this 
factor also consisted of only two Items. Both had only moderately high 
factor loadings but much higher Indexes of factorial simplicity. The 
first Item referred to objectivity; the second related to perceptlveness. 
Factor 12. Factor 12 was titled Decisiveness and only two Items 
were Included In this factor. The first related directly to 
decisiveness. The second referred to self-confidence, a closely 
related attribute. 
Factor 13. Factor 13 was titled Knowledge of Business and only one 
item was Included in this factor. This item had a moderate loading but 
a very high index of factorial simplicity. As the title of the factor 
indicates, this item referred directly to a person's knowledge of 
business. 
Factor 14. The last factor. Factor 14, was titled Individual 
Autonomy. This factor consisted of three items with only moderate 
factor loadings. These items related to a person's integrity, sense of 
humor, and tendency to be Impersonal and aloof. 
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Factor Analysis of Self-image 
The decision was made to use the factors constituting the manager 
image in subsequent analyses but the self-images of the respondents were 
also examined through a factor analysis of the 60 items in Section II of 
the questionnaire. Using the Little Jiffy, Mark IV approach, this 
analysis extrt^ ted 15 factors with an overall measure of sampling 
adequacy and an overall index of factorial simplicity of 0.88 and 0.69, 
respectively. Thus, these indexes, as well as the number of factors, 
were almost the same for the manager image and the self-image. However, 
the factors that resulted from the analysis of the self-image data were 
quite different from the ones extracted from the manager image data and 
the self-image factors were difficult, if not impossible, to meaningfully 
interpret. 
Computation of Factor Scores 
The factor analysis of the manager image enabled the 120 responses 
of each respondent to Sections I and II of the questionnaire to be 
reduced to 28 composite scores with 14 scores representing the manager 
image and 14 scores representing the self-image of each respondent. 
For example, Factor 1 consisted of four items, namely items 20, 21, 23, 
and 27 in the questionnaire. Since all four items loaded positively on 
this factor, the responses of each respondent to these items in 
Section I of the questionnaire were simply totaled. This total, then, 
was the respondent's score on Factor 1 of the manager image. Using the 
same items in Section II of the questionnaire, an equivalent factor 
score was calculated for the self-image of each respondent. In this 
133 
case, the mairlnnmi possible factor score for th" manager Image or self-
image was 28 since a 7-point scale was provided in the questionnaire. 
When an item loaded on a factor negatively, the scale of this item was 
simply reversed for computational purposes. 
Overall Factor Statistics 
After the means and variances for the 28 factor scores were 
originally computed for the sample of 257 respondents, each mean was 
divided by the number of items In the corresponding factor. Each 
variance was divided by the square of the number of items in the 
corresponding factor thus allowing both the means and variances for all 
28 factors to be directly comparable. The resulting summary statistics 
are presented in Table 6. 
Comparison of the Manager Images 
of the Men and Women Surveyed 
After the 14 manager image factor scores were computed for each of 
the 257 students surveyed, these data were analyzed using sex as a 
classification variable. The mean and variance for the sample of 72 
female students were computed for each of the 14 factor scores. The 
same statistics were computed using the factor scores of the 185 men 
surveyed. So that the factor scores would be directly comparable, each 
mean was divided by the number of items in the factor; each variance was 
divided by the square of the number of Items. A _t test was then used 
to determine if there was a significant difference between the men and 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
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Table 6 
Factor Scores of Manager Image and Self-Image 
for the Sample of 257 Respondents 
Factor 
Items in Manager image Self-image 
factor Mean S.D. Mean S.D. 
Leadership Ability 
Social and Physical 
Appearance 
Professional Ethics 
Potential for Professional 
Growth 
Personal Characteristics 
Achievement Orientation 
Task Orientation 
Managerial Ability 
Creativity 
Community and Cultural 
7 
3 
4.73 0.74 5.25 0.66 
5.03 0.54 5.14 0.50 
3.33 0.91 2.39 0.85 
9 5.46 0.47 5.36 0.51 
4 5.15 0.76 5.63 0.61 
6 5.96 0.59 5.38 0.69 
7 5.29 0.47 4.85 0.57 
6 5.59 0.53 4.81 0.57 
4 4.28 0.63 4.55 0.62 
Interests 2 4.92 0.82 4.40 1.11 
Reality Orientation 2 5.49 0.74 5.36 0.65 
Decisiveness 2 6.01 0.63 5.07 0.89 
Knowledge of Business 1 6.26 0.79 4.86 0.84 
Individual Autonomy 3 4.71 0.52 4.87 0.50 
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women surveyed in terms of their scores on each of the 14 factors. 
The resulting manager image factor means were also separately ranked for 
the men and women with a rank of one assigned to the highest mean; a rank 
of 14 was assigned to the lowest mean. The Spearman rank-order 
correlation coefficient was then computed as another indicator of the 
agreement between the men and women surveyed. 
The computed rank-order correlation coefficient was 0.9780, 
indicating very high agreement between the men and women surveyed. As 
shown in Table 7, the standard deviations of the sets of 28 factor scores 
were all less than 1.0, again suggesting considerable agreement among 
the respondents. There were also no significant differences between the 
average factor scores of the men and women for 11 of the 14 factors 
constituting the manager image. The mean scores were significantly 
different for only the three factors titled (a) Achievement Orientation, 
(b) Creativity, and (c) Community and Cultural Interests. 
The average score for the Achievement Orientation factor was the 
third highest among the 14 factors for both the men and women surveyed. 
This mean was significantly higher, however, for the women than for the 
men. Thus, in comparison to the male respondents, the women tended to 
perceive the successful manager as more able to communicate with others 
and, in general, more able to get things accomplished. 
The factor with the lowest mean scores in Table 7 was titled 
Professional Ethics. However, to make these averages comparable to the 
others in the table, the 7-point scale used in the questionnaire should 
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Table 7 
Coiiq>arlson of the Manager Image Factor Means 
of the Male and Female Respondents 
Manager image 
Men Women 
Factor Mean S.D. Rank Mean S.D. Rank  ^
1. Leadership Ability 4.73 0.75 11 4.74 0.72 12 0.098 
2. Social and Physical 
Appearance 5.01 0.53 9 5.07 0.56 10 0.710 
3. Professional Ethics* 3.34 0.90 13 3.31 0.95 13 0.256 
4. Potential for 
Professional Growth 5.43 0.48 6 5.53 0.43 5 1.676 
5. Personal 
Characteristics 5.14 0.76 8 5.18 0.76 9 0.379 
6. Achievement 
Orientation 5.91 0.61 3 6.09 0.53 3 2.349* 
7. Task Orientation 5.29 0.56 7 5.33 0.47 7 0.540 
8. Managerial Ability 5.55 0.53 4 5.69 0.51 4 1.901 
9. Creativity 4.21 0.65 14 4.46 0.54 14 3.147** 
10. Community and 
Cultural Interests 4.82 0.84 10 5.20 0.70 8 13.740*** 
11. Reality Orientation 5.49 0.76 5 5.51 0.69 6 0.151 
12. Decisiveness 5.98 0.64 2 6.09 0.59 2 1.308 
13. Knowledge of Business 6.22 0.83 1 6.36 0.68 1 1.396 
14. Individual Autonony 4.69 0.52 12 4.75 0.50 11 0.895 
Note. The means are based on 185 male respondents and 72 female 
respondents. These means were separately ranked for the men and women 
with a rank of 1 given to the highest mean and a rank of 14 given to the 
lowest, r (14) = 0.9780, p / ,001. 
For ranking,the 7-point scale was reversed on Factor 3 so that the 
means of 3.34 and 3.31 became 4.66 and 4.69, respectively. 
*2 ^  .05. 
**£ < .01. 
***£ < -001. 
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be reversed on this factor so that the means are 4.66 for the men and 
4.69 for the women Instead of 3.34 and 3.31, respectively. With the 
scale on the Professional Ethics factor reversed, the factor with the 
lowest mean scores for both survey groups becomes the one titled 
Creativity. Thus, neither the men nor the women apparently perceived 
the successful manager as a particularly innovative, flexible, and 
nonconforming risk-taker. The mean score of the women was, nevertheless, 
significantly higher for this factor than it was for the men. 
The women also perceived the successful manager as more interested 
in community affairs and cultural events than the men surveyed. Neither 
group, though, apparently perceived the successful manager as being 
particularly characterized by these Interests. 
Comparison of the Self-images 
of the Men and Women Surveyed 
Using the factor structure of the manager image, 14 self-image 
factor scores were computed for each of the 257 student respondents. 
The means of these scores were analyzed using the same procedures 
applied in the analysis of the manager image factor scores. A t_ test 
was used to determine if there was a significant difference between the 
men and women surveyed in terms of their self-image scores on each factor. 
The 14 mean factor scores of the self-images were also separately ranked 
for the men and women and a rank-order correlation coefficient was 
calculated. The results of this analysis are presented in Table 8A. 
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Table SA 
Comparison of the Self-Image Factor Means 
of the Male and Female Respondents 
Self-image 
Men Women 
Factor Mean S.D. Rank Mean S.D. Rank 
1. Leadership Ability 5.27 0.60 6 5.20 0.78 7 0.612 
2. Social and Physical 
Appearance 5.10 0.49 8 5.24 0.49 6 2.081* 
3. Professional Ethics^  2.42 0.77 2 2.31 0.76 2 1.027 
4. Potential for 
Professional Growth 5.36 0.52 4 5.37 0.49 4 0.065 
5. Personal 
Characteristics 5.62 0.60 1 5.64 0.64 1 0.201 
6. Achievement 
Orientation 5.38 0.65 3 5.41 0.76 3 0.344 
7. Task Orientation 4.85 0.56 11 4.83 0.58 10 0.304 
8. Managerial Ability 4.83 0.56 12 4.77 0.59 11 0.659 
9. Creativity 4.66 0.67 13 4.35 0.56 14 3.858*** 
10. Community and 
Cultural Interests 4.28 1.12 14 4.72 1.04 12 2.982** 
11. Reality Orientation 5.36 0.66 5 5.35 0.63 5 0.169 
12. Decisiveness 5.12 0.88 7 4.94 0.91 8 1.394 
13. Knowledge of Business 4.94 0.82 9 4.64 0.86 13 2.536* 
14. Individual Autonomy 4.88 0.50 10 4.85 0.48 9 0.445 
Note. The means are based on 185 male respondents and 72 female 
respondents. These means were separately ranked for the men and women 
with a rank of 1 given to the highest mean and a rank of 14 given to the 
lowest. rg(14) = 0.9341, £ < .001. 
F^or ranking,the 7-point scale was reversed on Factor 3 so that the 
means of 2.42 and 2.31 became 5.58 and 5.69, respectively. 
*£< .05. 
**£ < .01. 
***£ < '001. 
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The correlation coefficient of the ranked self-image factor score 
means was 0.9341 but, as shown in Table 8A, there were significant 
differences between the factor means of the men and women for the four 
factors titled (a) Social and Physical Appearance, (b) Creativity, 
(c) Community and Cultural Interests, and (d) Knowledge of Business. 
The difference in the means of the Social and Physical Appearance factor 
indicated that the women perceived themselves as generally more pleasing 
in their appearance and more gracious in their social skills than the 
men perceived themselves. The difference in the means of the Community 
and Cultural Interests factor indicated that the women also perceived 
themselves as more interested in community affairs and cultural events. 
The direction of the significant differences between the men and 
women were reversed for the other two factors listed above. The mean 
score on the Creativity factor was lower for the women than for the men 
surveyed. That is, the women tended to see themselves as more conforming 
and less innovative, flexible, and willing to take risks than the male 
respondents. As shown in Table 8A, the women also tended to perceive 
themselves as less knowledgeable about business. 
Comparison of the Manager Images 
and Self-images of the Respondents 
The average manager image and self-image factor scores of the men 
and women were separately compared as shown in Table 8B and Table SC. 
A ^  test was used to determine if there was a significant difference 
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Table 8B 
Comparison of the Manager Image 
and Self-image Factor Means of the Male Respondents 
Men 
Manager image Self-image 
Factor Mean S.D. Mean S.D. _t 
1. Leadership Ability 4.73 0.75 5.27 0.60 7.619* 
2. Social and Physical 
Appearance 5.01 0.53 5.10 0.49 1.637 
3. Professional Ethics 3.34 0.90 2.42 0.77 9.930* 
4. Potential for 
Professional Growth 5.43 0.48 5.36 0.52 1.309 
5. Personal 
Characteristics 5.14 0.76 5.62 0.60 6.817* 
6. Achievement 
Orientation 5.91 0.61 5.38 0.65 8.217* 
7. Task Orientation 5.29 0.56 4.85 0.56 7.545* 
8. Managerial Ability 5.55 0.53 4.83 0.56 12.814* 
9. Creativity 4.21 0.65 4.66 0.67 6.572* 
10. Community and 
Cultural Interests 4.82 0.84 4.28 1.12 5.209* 
11. Reality Orientation 5.49 0.75 5.36 0.66 1.757 
12. Decisiveness 5.98 0.64 5.12 0.88 10.752* 
13. Knowledge of Business 6.22 0.83 4.94 0.82 14.883* 
14. Individual Autonomy 4.69 0.52 4.88 0.50 3.611* 
Note. N = 185. 
*£ C .001. 
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Table 8C 
Comparison of the Manager Image 
and Self-image Factor Means of the Female Respondents 
Women 
Manager image Self--image 
Factor Mean S.D. Mean S.D. _t 
1. Leadership Ability 4.74 0.72 5.20 0.78 3. 727*** 
2. Social and Physical 
Appearance 5.07 0.56 5.24 0.49 1. 999* 
3. Professional Ethics 3.31 0.95 2.31 0.76 6. 943*** 
4. Potential for 
Professional Growth 5.53 0.43 5.37 0.49 2. 178* 
5. Personal 
Characteristics 5.18 0.76 5.64 0.64 3. 955*** 
6. Achievement 
Orientation 6.09 0.53 5.41 0.76 6. 253*** 
7. Task Orientation 5.33 0.47 4.83 0.58 5. 716*** 
8. Managerial Ability 5.69 0.51 4.77 0.59 9. 888*** 
9. Creativity 4.46 0.54 4.35 0.56 1. 282 
10. Community and 
Cultural Interests 5.20 0.70 4.72 1.04 3. 248** 
11. Reality Orientation 5.51 0.69 5.35 0.63 1. 445 
12. Decisiveness 6.09 0.59 4.94 0.91 8. 995*** 
13. Knowledge of Business 6.36 0.68 4.64 0.86 13. 313*** 
14. Individual Autonomy 4.75 0.50 4.85 0.48 1. 222 
Note. N = 72. 
*£ < .05. 
**£ < .01. 
***£ < .001. 
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between the self-image and manager image scores of the men on each of 
the 14 factors used in this study. The same type of test was used to 
determine if there was a significant difference between the average 
manager image and self-image factor scores of the women. These 
separate analyses indicated that the self-perceptions of both survey 
groups were quite different from their perceptions of a top level 
executive in a large American corporation. 
The average self-image factor scores of both survey groups were 
significantly lower than the average manager image factor scores for 
the factor titled Professional Ethics. This difference indicated that 
both the men and women surveyed perceived themselves as more honest and 
ethical than they perceived the successful manager. In addition, the 
mean self-image factor scores of both survey groups were significantly 
lower for the following six factors: (a) Achievement Orientation, 
(b) Task Orientation, (c) Managerial Ability, (d) Community and 
Cultural Interests, (e) Decisiveness, and (f) Knowledge of Business. 
These differences indicated that the students perceived themselves as 
less achievement-oriented, less task-oriented, less able in management, 
less interested in community affairs and cultural events, less decisive, 
and less knowledgeable about business. As shown in Table 8B, the men 
surveyed also had a lower self-image mean for the Creativity factor, 
indicating that these students perceived themselves as less innovative, 
flexible, nonconforming, and willing to take risks than the manager they 
imagined. This difference, however, was not significant among the 
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women surveyed. As shown in Table 8C, the women's mean self-image score 
on the Potential for Professional Growth factor was significantly lower 
than their average manager image score for this factor, but this 
difference was not significant among the sample of male students. 
There were also no significant differences among the men or women 
when their average manager and self-image scores were compared for the 
Reality Orientation factor. Thus, both groups appeared to perceive 
themselves to be equally objective and perceptive in comparison to the 
successful manager. There was also no difference in the men's average 
self-image and manager image scores for the Social and Physical 
Appearance factor (see Table 8B) and the mean scores of the women were 
not statistically different for the Individual Autonomy factor (see 
Table 8C). 
The men, however, tended to perceive themselves as having more 
individual autonomy than the manager they described (see Table SB) and 
the average self-image score on the Social and Physical Appearance 
factor was higher for the women than their mean manager image score for 
this factor. Both the men and women also had higher mean self-image 
scores on the Leadership Ability factor and the Personal Characteristics 
factor. These differences indicated that both survey groups perceived 
themselves as more able in interacting with other people than the 
manager they imagined and described. 
While the comparisons described above indicate that the self-images 
of the students surveyed were quite different from their images of a 
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successful manager, another approach was used to test the hypothesis that 
the men and women in a collegiate business school have self-perceptions 
which are equally consistent with their perceptions of the person who is 
promoted within the managerial ranks of business. As stated earlier, 
14 manager image factor scores and 14 corresponding self-image factor 
scores were computed for each of the 72 female and 185 male respondents. 
To test the above hypothesis, each self-image factor score was 
subtracted from the equivalent manager image factor score for every 
respondent. The average difference scores were then computed for the 
men and women surveyed. These means and the corresponding standard 
deviations are reported in Table 8D. Again, a t_ test was used to 
determine if the women's average difference score for any factor was 
significantly higher or lower than the men's corresponding difference 
score. The results of these jt tests are reported in Table 8D. 
As shown in Table 8D, the manager images and self-images of the 
men and women surveyed were equally consistent for 10 of the 14 factors. 
The remaining four factors were those titled (a) Managerial Ability, 
(b) Creativity, (c) Decisiveness, and (d) Knowledge of Business. 
The average difference between the men's self-images and their 
images of a manager for the Creativity factor was -1.69 in comparison 
to the women's average difference score of 0.47. This finding indicated 
that the women perceived themselves as slightly more conforming and 
less innovative, flexible, and willing to take risk than the manager 
they imagined and described. In contrast, the men surveyed tended to 
see themselves as slightly less conforming and more innovative. 
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Table 8D 
Comparison of the Manager and Self-image 
Difference Score Means of the Male and Female Respondents 
Difference scores 
Men* Women** 
Factor Mean S.D. Mean S.D. 
1. Leadership Ability -2.16 3.26 -1.86 3.52 0.629 
2. Social and Physical 
Appearance -0.62 3.73 -1.24 4.10 1.116 
3. Professional Ethics 2.75 3.18 2.99 2.91 0.911 
4. Potential for 
Professional Growth 0.62 5.10 1.50 4.42 1.376 
5. Personal 
Characteristics -1.94 3.25 -1.85 3.23 0.207 
6. Achievement 
Orientation 3.23 4.41 4.10 4.72 1.351 
7. Task Orientation 2.92 3.96 3.51 4.30 1.009 
8. Managerial Ability 4.35 4.34 5.49 4.14 1.960* 
9. Creativity -1.69 3.44 0.47 3.04 4.932*** 
10. Community and 
Cultural Interests 1.07 2.39 0.96 2.19 0.359 
11. Reality Orientation 0.25 1.68 0.32 1.73 0.274 
12. Decisiveness 1.73 1.88 2.31 1.96 2.138* 
13. Knowledge of Business 1.28 1.09 1.72 1.03 3.036** 
14. Individual Autonomy -0.58 2.00 -0.29 1.88 1.077 
 ^- 185. 
\ = 72. 
*£< .05. 
**£ < .01. 
***£ K. "001' 
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flexible, and willing to take risk than the manager they perceived. 
The average difference scores for the other three factors listed 
above were all positive numbers. Thus, these scores indicated that 
both the men and women surveyed perceived themselves to be less able in 
management, less decisive, and less knowledgeable about business than 
a top level executive in a large American corporation. The average 
difference scores of the women, however, were significantly higher than 
those of the men for the factors representing these attributes. 
With respect to these factors, then, the self-perceptions of the women 
were less consistent with their perceptions of the successful manager 
than the perceptions of their male colleagues. 
The Differential Evaluation of Men and Women 
in Hypothetical Business Situations 
Section III of the survey questionnaire was designed to determine 
if the students surveyed held different attitudes toward men and women 
in business related situations. As explained in the previous chapter, 
this section of the questionnaire consisted of 15 hypothetical 
situations involving personnel decisions. Respondents were asked to 
consider each situation and indicate whether they approved or 
disapproved of the decision described. 
Two forms of the first 12 cases were developed so that the action 
taken or the context of the situation could be varied from Form A to 
Form B. Only one form of the last three cases was used so that the 
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students given Form A of the other items and the students given Form B 
could be directly compared in terms of their responses to each of these 
three situations. 
Testing the Assumption of Comparable Responses 
Responses to six of the first 12 hypothetical cases could be used 
to test the hypothesis that men and women in business related 
situations do not receive significantly different evaluations from 
students currently enrolled in a collegiate business school. This 
analysis was based on the assumption that the responses to Form A of 
each case could be compared to the responses to Form B of the same 
case. To test this assumption, the responses to the last three cases in 
Section III of the questionnaire were analyzed. As mentioned earlier, 
only one form of each of these cases was developed so that Form A and 
Form B of Case 13, Case 14, and Case 15 were exactly the same. The 
responses to these cases are summarized in Table 9. 
As shown in Table 9, there were no noticeable or statistically 
significant differences in the responses of the students receiving 
Form A and the responses of the students receiving Form B when the two 
forms were Identical and when sex was used as a classifying variable. 
Thus, the results of this analysis supported the assumption that the 
data collected from the students receiving Form A of the other items 
could be compared to the data collected from the students receiving 
Form B if the responses of the 72 women and the 185 men were analyzed 
as two separate samples. 
Table 9 
Direct Comparisons of the Responses to Form A 
and to Form B of the Survey Questionnaire 
Female respondents Male respondents 
Response Form A Form B Total Form A Form B Total 
Case 13. A female management trainee was asked if she would rather have the position of the 
company president's executive secretary; the position was not, however, mentioned 
to the woman's four male colleagues in the management training program. 
Approve 4 14.3 2 4.7 6 8.5 42 40.8 29 36.2 71 38. 8 
Disapprove 24 85.7 41 95.3 65 91.5 61 59.2 51 63.8 112 61. 2 
Totals 28 100.0 43 100.0 71 100.0 103 100.0 80 100.0 183 100. 0 
No response 1 0 1 1 1 2 
x^  = 0.92. Not significant. x^  " 0.21. Not significant 
• 
Case 14. Two married men and two single men were hired as management trainees. All four 
men received the same beginning salary. 
Approve 27 96.4 42 97.7 69 97.2 102 99.0 79 97.5 181 98. 4 
Disapprove 1 3.6 1 2.3 2 2.8 1 1.0 2 2.5 3 1. 6 
Totals 28 100.0 43 100.0 71 100.0 103 100.0 81 100.0 184 100. 0 
No response 1 0 1 1 0 1 
Note. Form A and Form B of the items reported ill this table were exactly the same. wAen 
no chi-square analysis is reported, more than 20 percent of the expected frequencies were less 
than five. 
Table 9 (Continued) 
Female respondents Male respondents 
Response Form A Form B Total Form A Form B Total 
Case 15. The personnel director of an Insurance company told a female business graduate that he 
would not consider hiring any woman for the company's management training program. 
Approve 0 0.0 1 2.3 1 1.4 11 10.7 3 3.7 14 7.7 
Disapprove 28 100.0 42 97.7 70 98.6 92 89.3 77 96.3 169 92.3 
Totals 28 100.0 43 100.0 71 100.0 103 100.0 80 100.0 183 100.0 
No response 1 0 1 1 
2 
*1 - 2.13. 
1 2 
Not significant. 
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Evaluations Received by Men and Women 
As stated above, six of the hypothetical cases with alternate 
forms could be used to test the hypothesis that men and women in such 
situations do not receive significantly different evaluations from 
students currently enrolled In a collegiate business school. The six 
cases were numbered 1» 2, 3, 4, 8, and 12 In Section III of the survey 
questionnaire. The responses to these cases are summarized in Table 
10 and Table 11. The responses of the 72 women surveyed are presented 
in Table 10; the responses of the 185 men are presented in Table 11. 
In responding to the first case, all of the women surveyed 
disapproved of the less qualified applicant being given the position of 
Marketing Research Director regardless of whether this person was male 
or female (see Case 1 in Table 10). More than 90 percent of the men 
surveyed also disapproved of the decision to hire the less qualified 
person and there was no significant difference between the opinions of 
the students who were told the woman was given the job and the opinions 
of the students who were told the man was given this position (see 
Case 1 in Table 11). 
The second case described two about equally qualified applicants 
for a job described as very complex and important. As shown in Table 10, 
a higher percentage of women approved the decision when the job was 
given to the woman than when it was given to the man. This difference 
of opinion, however, was not statistically significant. 
The sample of male respondents reacted to the second case quite 
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Table 10 
The Responses of the Female Students 
to Men and Women in Hypothetical Business Situations 
Case 1. One woman and one man were applicants for the position of 
Marketing Research Director. The applicants were not 
equally qualified and in both forms of the case the less 
qualified person was given the position. 
Form A Form B 
The woman was The man was 
given the position given the position Total 
Response N % N % N % 
Approve 0 0.0 0 0.0 0 0.0 
Disapprove 26 100.0 43 100.0 69 100.0 
Totals 26 100.0 43 100.0 69 100.0 
No response 3 0 3 
Case 2. One woman and one man were applicants for the job of 
comptroller. The job was described as very complex and 
important. The applicants were about equally qualified. 
Form A Form B 
The woman was The man was 
given the position given the position Total 
Response N % N % N % 
Approve 25 89.3 29 69.0 54 77.1 
Disapprove 3 10.7 13 31.0 16 22.9 
Totals 28 100.0 42 100.0 70 100.0 
No response 1 1 2 
2 
= 2.84. Not significant. 
Note. The data in this table summarize the information collected 
through items 1» 2, 3, 4, 8, and 12 of Section III of the survey 
questionnaire. When no chi-square analysis is reported, more than 20 
percent of the expected frequencies were less than five. 
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Table 10 (Continued) 
Case 3. A coiq>etent vice president was not promoted to company 
president by the directors of the firm. 
Form A Form B 
The vice president The vice president 
was a woman was a man Total 
Response N % N % N % 
Approve 3 10.7 13 30.2 16 22.5 
Disapprove 25 89.3 30 69.8 55 77.5 
Totals 28 100.0 43 100.0 71 100.0 
No response 1 
2 
*1 " 2.65. 
0 
Not significant. 
1 
Case 4. One woman and one man were applicants for the job of branch 
manager. The job was described as very routine. The 
applicants were about equally qualified. 
Form A Form B 
The man was The woman was 
given the position given the position Total 
Response N % N % N % 
Approve 25 89.3 39 92.9 64 91.4 
Disapprove 3 10.7 3 7.1 6 8.6 
Totals 28 100.0 42 100.0 70 100.0 
No response 1 1 2 
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Table 10 (Continued) 
Case 8. An accountant requested a six-month leave of absence to 
assume child care responsibilities. In both forms of this 
case the personnel director denied the request and 
encouraged the accountant to resign from the company. 
Form A Form B 
The accountant The accountant 
was a woman was a man Total 
Response N % N % N % 
Approve 6 21.4 7 16.3 13 18.3 
Disapprove 22 78.6 36 83.7 58 81.7 
Totals 28 100.0 43 100.0 71 100.0 
No response 1 
2 
*1 = 0.06. 
0 
Not significant. 
1 
Case 12. One woman and one man were considered for an extensive 
management training program. One applicant was rejected 
because this person's spouse worked for a company known 
to frequently transfer its employees to other parts of 
the country. 
Form A Form B 
The man The woman 
was rejected was rejected Total 
Response N % N % N % 
Approve 7 25.0 11 26.2 18 25.7 
Disapprove 21 75.0 31 73.8 52 74.3 
Totals 28 100.0 42 100.0 70 100.0 
No response 1 1 2 
2 
*1 
= 0.00. Not significant. 
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Table 11 
The Responses of the Male Students 
to Men and Women in Hypothetical Business Situations 
Case 1. One woman and one man were applicants for the position of 
Marketing Research Director. The applicants were not 
equally qualified and in both forms of the case the less 
qualified person was given the position. 
Form A Form B 
The woman was The man was 
given the position given the position Total 
Response N % N % N % 
Approve 2 1.9 7 8.7* 9 4.9 
Disapprove 101 98.1 73 91.3 174 95.1 
Totals 103 100.0 80 100.0 183 100.0 
No response 1 
2 1^ = 3.22. 
1 
Not significant. 
2 
Case 2. One woman and one man were applicants for the job of 
comptroller. The job was described as very conçlex and 
important. The applicants were about equally qualified. 
Form A Form B 
The woman was The man was 
given the position given the position Total 
Response N % N % N % 
Approve 81 79.4 77 97.5 158 87.3 
Disapprove 21 20.6 2 2.5 23 12.7 
Totals 102 100.0 79 100.0 181 100.0 
No response 2 2 4 
Xj = 11.40. 2 ^ .001. 
Note. The data in this table summarize the information collected 
through items 1, 2, 3, 4, 8, and 12 of Section III of the survey 
questionnaire. 
T^his cell has an expected value of 3.9; therefore, the results of 
the chi-square analysis should be interpreted with caution. 
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Table 11 (Continued) 
Case 3. A competent vice president was not promoted to company 
president by the directors of the firm. 
Form A Form B 
The vice president The vice president 
was a woman was a man Total 
Response N % N % N % 
Approve 18 17.5 21 26.9 39 21.5 
Disapprove 85 82.5 57 73.1 142 78.5 
Totals 103 100.0 78 100.0 181 100.0 
No response 1 3 4 
2 
*1 1.83. Not significant. 
Case 4. One woman and one man were applicants for the job of branch 
manager. The job was described as very routine. The 
applicants were about equally qualified. 
Form A Form B 
The man was The woman was 
given the position given the position Total 
Response N % N % N % 
Approve 96 93.2 68 88.3 164 91.1 
Disapprove 7 6.8 9 11.7 16 8.9 
Totals 103 100.0 77 100.0 180 100.0 
No response 1 4 5 
2 
= 0.81. Not significant. 
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Table 11 (Continued) 
Case 8. An accountant requested a six-month leave of absence to 
assume child care responsibilities. In both forms of this 
case the personnel director denied the request and 
encouraged the accountant to resign from the company. 
Form A Form B 
The accountant The accountant 
was a woman was a man Total 
Response N % N % N % 
Approve 33 32.4 20 25.0 53 29.1 
Disapprove 69 67.6 60 75.0 129 70.9 
Totals 102 100.0 80 100.0 182 100.0 
No response 2 1 3 
2 
*1 = 0.85. Not significant. 
Case 12. One woman and one man were considered for an extensive 
management training program. One applicant was rejected 
because this person's spouse worked for a company known 
to frequently transfer its employees to other parts of 
the country. 
Form A Form B 
The man The woman 
was rejected was rejected Total 
Response N % N % N % 
Approve 30 29.1 57 72.2 87 47.8 
Disapprove 73 70.9 22 27.8 95 52.2 
Totals 103 100.0 79 100.0 182 100.0 
No response 1 2 3 
2 
*1 = 31.35. 2 < .0005. 
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differently than the women surveyed. A higher percentage of men 
approved of the decision when the complex and important job of 
comptroller was given to the man than when it was given to the woman. 
Furthermore, this difference was found to be statistically significant 
when chi-square analysis was used (see Case 2 in Table 11). 
The fourth case was the same as the second except that in this 
situation the position considered was described as the very routine job 
of a branch manager. In responding to this situation, about 90 percent 
of the women surveyed approved of giving the job to one of the 
applicants regardless of whether the person considered was male or 
female (see Case 4 in Table 10). This opinion was shared by the men 
surveyed indicating that the opinions of this group varied according 
to the importance or complexity of the job considered (see Case 2 and 
Case 4 in Table 11). 
The third case described the situation of a competent vice 
president who was not promoted to company president. As shown in 
Table 10, about 30 percent of the women surveyed approved of this 
decision when the vice president was a man. Only about 10 percent 
approved when the vice president was a woman reflecting, perhaps, a 
more protective or supportive attitude toward the woman in this 
situation. The corresponding responses of the men surveyed paralleled 
those of the women. That is, about 27 percent approved of the 
company directors' decision when the vice president was a man; about 
17 percent approved when the female vice president was not promoted. 
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These differences, however, were not statistically significant for 
either the sang)le of men or the sample of women. 
The responses of the men and women were also very comparable when 
the reactions to the eighth case in the series were tabulated. In this 
case an accountant requested a six-month leave of absence to assume 
child care responsibilities. In both forms of this case the personnel 
director denied the request and encouraged the accountant to resign from 
the company with no assurance of being rehired. In responding to this 
case, a slightly higher percentage of both the men and women surveyed 
disapproved of the personnel director's decision when the accountant 
was a man than when the accountant was a woman. These findings may 
indicate that the students thought it was slightly more important for 
the male accountant to retain his job than it was for the female 
accountant to retain her position. The differences in opinion, however, 
were not statistically significant for either the sample of men or the 
sample of women surveyed (see Case 8 in Table 10 and Table 11). 
The last of the cases analyzed in this section involved one woman 
and one man being considered for an extensive management training 
program. The training program could accommodate both applicants but 
one was rejected because this person's spouse worked for a company 
known to frequently transfer its employees to other parts of the 
country. About 75 percent of the women surveyed disapproved of the 
decision to reject one of the two applicants regardless of whether this 
person was a man or a woman (see Case 12 in Table 10). When the 
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rejected applicant was a man, about 70 percent of the male respondents 
also disapproved of this decision. On the other hand, less than 30 
percent of the men disapproved of rejecting the female applicant and 
this difference among the men surveyed was statistically significant 
(see Case 12 in Table 11). 
A Comparison of the Responses of Male and Female 
Students to Personnel Decisions in Hypothetical Situations 
All 15 of the cases in Section III of the survey questionnaire 
could be used to test the hypothesis that there is no significant 
difference between male and female students in a collegiate business 
school in the evaluations they give to men or women in hypothetical 
business related situations. For this analysis, the responses of the 
men and women to each form of the 15 cases were simply tabulated and 
compared using the chi-square test of association. Since there were 
two forms of the first 12 cases and only one form of the last three, 
a total of 27 situations were analyzed. Significant differences were 
found in the responses of the male and female students in only three 
of these situations and these responses are summarized in Table 12. 
The responses to all 27 cases are presented in Table El of Appendix E. 
Selecting an Applicant for ^  Position 
The first of the three significant differences was in the reactions 
to Form B of Case 2. In this situation one woman and one man were 
applicants for the very complex and important job of comptroller. The 
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Table 12 
Significant Differences in the Responses of Male and Female 
Students to Personnel Decisions in Hypothetical Situations 
Men Women Total 
Responses N % N % N % 
Case 2. Form B. One woman and one man were applicants for the job of 
comptroller. The job was described as very complex and 
important. The applicants were about equally qualified. 
The man was given the position. 
Approve 77 97.5 29 69.0 106 87.6 
Disapprove 2 2.5 13 31.0 15 12.4 
Totals 79 100.0 42 100.0 121 100.0 
No response 2 1 3 
= 17.84. £ < .0005. 
Case 12. Form B. One woman and one man were considered for an 
extensive management training program. The woman was 
rejected since her husband worked for a company known to 
transfer its employees to other parts of the country. 
Approve 57 72.2 11 26.2 68 56.2 
Disapprove 22 27.8 31 73.8 53 43.8 
Totals 79 100.0 42 100.0 121 100.0 
No response 2 1 3 
x^  = 21.69. £ < .0005. 
Case 13. A. female management trainee was asked if she would rather 
have the position of the conçany president's executive 
secretary; the position was not, however, mentioned to the 
woman's four male colleagues in the management training 
program. 
Approve 71 38.8 6 8.5 77 30.3 
Disapprove 112 61.2 65 91.5 177 69.7 
Totals 183 100.0 71 100.0 254 100.0 
No response 2 1 3 
2 
*1 = 20.83. £ < .0005. 
Note. The data in this table summarize information collected 
through Section III of the survey questionnaire. 
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two applicants were about equally qualified and the woman was given the 
position in Form A of the case. The man was given the position in 
Form B. 
Almost 98 percent of the men receiving Form B approved of the 
decision to give the man the comptroller position; less than 3 percent 
disapproved. About 70 percent of the female respondents approved of the 
decision to give the position to the male applicant but 30 percent 
disapproved. As shown in Table 12, this difference of opinion was 
statistically significant. 
It is interesting to note that a significant difference of 
opinion was not found when the woman was given the comptroller position. 
Nearly 80 percent of the men receiving Form B of Case 2 approved of 
the decision to give the position to the woman and nearly 90 percent of 
the women approved (see Form B of Case 2 in Table El). About 90 percent 
of the students also approved of giving the very routine job of a 
branch manager to one of two equally qualified applicants regardless 
of whether the applicant was a man or a woman (see Form A and Form B of 
Case 4 in Table El). Thus, the male and female students did not 
express significantly different opinions unless (a) the job under 
consideration was described as very complex and important and (b) a man 
was given the position. 
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Rejecting an Applicant for ^  Training Program 
Form B of Case 12 elicited quite extreme differences of opinion. 
In this case one woman and one man were considered for an extensive 
management training program. The program could accommodate both 
applicants but in Form B the woman was rejected since her husband 
worked for a company known to transfer its employees to other parts of 
the country. 
In response to this situation, more than 70 percent of the men 
surveyed approved of rejecting the female applicant. In contrast, less 
than 30 percent of the women surveyed approved of this decision. As 
shown In Table 12, this difference was found to be statistically 
significant. 
The male applicant for the training program was rejected in Form A 
and less than 30 percent of the men and women receiving this case 
approved of this decision. Thus, the male and female respondents tended 
to agree except when the person rejected was a woman. In this case, 
signflcantly more men approved. 
Offering ^  Secretarial Position to Female Management Trainee 
In Case 13 a female management trainee was asked if she would 
rather have the position of the company president's executive secretary 
but the position was not mentioned to the woman's four male colleagues. 
As shown in Table 12, less than 10 percent of the women surveyed 
approved of this situation while almost 40 percent of the men indicated 
approval. Thus, there was a significant difference of opinion between 
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the men and women In terms of their responses to this case. 
The Responses to the Other Cases 
A noticeable, but not significant, difference was found in regard 
to Form B of Case 7. In this situation a male regional sales manager 
requested that his secretary be fired and the request was granted. 
About 20 percent of the men evaluating this case approved of the decision 
to fire the secretary while less than 10 percent of the women approved 
(see Form B of Case 7 in Table El). 
A noticeable difference was also evidenced in the responses to 
Form A of Case 10. In this case a male administrative assistant 
received a higher salary than his female colleague because he had a 
wife and two children to support and the woman was single. About 15 
percent of the men who evaluated this decision approved of the 
difference in salary while only 4 percent of the women approved. 
The two above cases were apparently perceived somewhat differently 
by the women and men surveyed but significant differences between the 
two groups were not found in either situation. Furthermore, it should 
be noted again that no significant differences were found in response 
to the remaining 24 ca-ses presented in Table El of Appendix E. 
Expectations and Aspirations Related to Employment 
Sections IV and V of the survey questionnaire were designed to 
collect Information regarding the fifth general hypothesis investigated 
in this study. Stated in null form, this hypothesis was that there is 
164 
no significant difference in the expectations and aspirations related 
to employment expressed by men and women enrolled in a collegiate 
business school. 
The Expected Importance of Job Satisfaction Factors 
Section IV of the survey questionnaire consisted of 20 statements 
about various aspects of work. Each statement represented a factor 
which has been found to be related to job satisfaction or dissatisfaction. 
The respondents were asked to consider each factor and to indicate its 
importance using the following scale; 1 = not at all important, 
2 = important to a very little extent, 3 = important to some extent, 
4 = important to a considerable extent, and 5 = important to a very 
great extent. 
The responses to all 20 statements are presented in Table E2 of 
Appendix E. As shown in this table, chi-square analysis was used to 
determine if the response distributions of the male and female students 
were significantly different with respect to any of the statements. 
This analysis indicated that only three factors were of significantly 
different importance to the men and women surveyed. The responses to 
these three statements are summarized in Table 13. 
The first of the three statements was, "The work you do is 
enjoyable and interesting." As shown in Table 13, more than 85 percent 
of the women indicated that this factor was important to a very great 
extent ; another 10 percent indicated that this factor was of 
considerable importance. Less than 70 percent of the men considered 
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Table 13 
Expected Importance of Job Satisfaction Factors 
Significantly Associated with Sex of Respondent 
Men Women Total 
Importance N % N % N % 
The Work You Do Is Enjoyable and Interesting 
Of some importance 3 1.6 1 1.4 4 1.6 
Of considerable importance 55 29.7 8 11.3 63 24.6 
Of great importance 127 68.7 62 87.3 189 73.8 
Totals 185 100.0 71 100.0 256 100.0 
= 8.32.* £ <  
S
 
o
 
Note. The data in this table sumnarize information collected 
through Section IV of the survey questionnaire. In this section the 
respondent was asked to consider 20 statements representing factors that 
have been found to be associated with job satisfaction. The respondent 
was then asked to indicate how important each factor would be in 
determining whether the respondent would be satisfied with a particular 
job. Five alternatives were listed: 1 = not at all important, 
2 = important to a very little extent, 3 = important to some extent, 
4 = important to a considerable extent, 5 = important to a very great 
extent. In applying chi-square analysis to the data for each of the 
20 statements, categories were combined when necessary so that no more 
than 20 percent of the expected values were less than five. 
Note. One female in the sample did not respond to any of the 
statements in this section of the questionnaire. 
T^he categories of some and considerable importance were combined 
for chi-square analysis. 
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Table 13 (Continued) 
Men Women Total 
Importance N % N % N % 
You Have Ample Time Off from the Job to Assume 
Family Responsibilities 
Not at all important 1 0 .5 2 2 .8 3 1.2 
Of little importance 5 2 .7 6 8 .4 11 4.3 
Of some importance 35 18 .9 16 22 .5 51 19.9 
Of considerable importance 70 37 .8 29 40 .9 99 38.7 
Of great importance 74 40 .1 18 25 .4 92 35.9 
Totals 185 100 .0 71 100 .0 256 100.0 
2 
*4 ' 
= 9. 75. £ < . 05. 
Your Boss Is Fair and Honest with You 
Not at all important 1 0 .5 1 0.4 
Of little importance 
Of some Importance 8 4 .3 1 1 .4 9 3.5 
Of considerable importance 73 39 .5 18 25 .4 91 35.6 
Of great importance 103 55 .7 52 73 .2 155 60.5 
Totals 185 100 .0 71 100 .0 256 100.0 
2 
*2 • 
= 7.1 06. ' £< .05 • 
The categories of not at all important and of some importance were 
combined for chi-square analysis. 
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this factor to be of very great importance; nearly 30 percent said it 
was of considerable importance. Thus, both survey groups indicated that 
this factor was quite important even though significantly more women 
considered it of very great importance. 
The third statement listed in Table 13 was, "Your boss is fair and 
honest with you." As shown in this table, significantly more women 
indicated that this factor was very important even though both survey 
groups considered this variable to be quite important to them. 
The second statement of the three was, "You have ample time off 
from the job to assume family responsibilities." According to the 
responses tabulated in Table 13, this factor was not as Important to 
either survey group as the other two factors listed in this table. 
The men, however, apparently considered this factor to be of more 
Importance than the women surveyed. About 40 percent of the men and 
women indicated that this factor was important to a considerable extent. 
Another 40 percent of the men indicated that this factor was of very 
great importance while only 25 percent of the women expressed this 
opinion. 
To further analyze the responses to the 20 statements listed in 
Section III of the questionnaire, the mean response to each statement 
was separately calculated for the men and women surveyed. The 
resulting averages were then ranked with a rank of one given to the 
highest mean in each survey group and a rank of 20 was given to the 
lowest mean. The ranked means are presented in Table 14. 
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Table 14 
Factors Associated with Job Satisfaction 
Ranked by the Mean Response of the Men and Women Surveyed 
Men^  Women^  
Factor^  
Mean 
response Rank 
(fean 
response Rank _t 
The work you do is enjoyable 
and interesting. (Item 1) 4.67 1 4.86 1 2.89* 
Your boss is fair and honest 
with you. (Item 17) 4.50 2 4.72 2 2.65* 
The job is suited to your 
interests and abilities 
(Item 7) 4.43 3 4.56 3 1.53 
Note. The data in this table summarize the information collected 
through Section IV of the survey questionnaire. In this section the 
respondent was asked to consider 20 statements representing factors that 
have been found to be associated with job satisfaction. The respondent 
was then asked to indicate how important each factor would be in 
determining whether the respondent would be satisfied with a particular 
job. Five alternatives were listed on the questionnaire: 
1 = not at all important 
2 = important to a very little extent 
3 = important to some extent 
4 = important to a considerable extent 
5 = important to a very great extent. 
Using these numerical codes, simply arithmetic mean responses were 
calculated for each of the 20 statements. Separate means were computed 
for the men and women surveyed. These means were then ranked with a 
rank of 1 given to the highest mean in each group and a rank of 20 given 
to the lowest mean. rg(20) = 0.9744, < .001. 
 ^= 185. 
= 71; one female in the sample did not respond to any of the 
statements in this section of the questionnaire. 
Q 
Factors are listed in the order of importance according to the 
mean responses of the sample of men. The item in Section IV of the 
questionnaire corresponding to the factor listed is indicated after the 
factor. 
*£< .01. 
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Table 14 (Continued) 
Men Women 
Factor 
Mean Mean 
response Rank response Rank 
You are able to establish good 
personal relationships with 
the people you work with. 
(Item 4) 4.26 4 
The job allows you to grow and 
mature professionally. 
(Item 13) 4.23 5 
The work you do is worthwhile, 
useful, and constructive. 
(Item 9) 4.21 6 
You have ample time off from 
the job to assume family 
responsibilities. (Item 11) 4.14 7 
Your financial reward is in 
proportion to your perform­
ance on the job. (Item 3) 4.08 8 
Your workload is reasonable and 
not excessive. (Item 18) 3.99 9 
The job offers you a great 
amount of enq)loyment 
security. (Item 5) 3.90 10 
You have ample time off from the 
job to pursue your personal 
interests and hobbies. 
(Item 10) 3.82 11 
You work in a pleasant physical 
environment. (Item 14) 3.79 12 
The job is suited to your 
training. (Item 8) 3.73 13 
You are paid a high salary. 
(Item 2) 3.56 14 
You are, for the most part, 
your own boss. (Item 6) 3.41 15 
You do a wide variety of 
different types of work. 
(Item 16) 3.38 16 
4.38 
4.25 
4.34 
3.77 
4.11 
4.00 
3.77 
3.90 
1.26 
0.20 
1.35 
10 2.94* 
7 
8 
0.29 
0.10 
11 1.19 
3.62 13 1.75 
9 0.99 
3.75 12 0.17 
3.56 14 0.00 
3.18 17 1.90 
3.37 15 0.08 
170 
Table 14 (Continued) 
Men Women 
Factor 
Mean 
response Rank 
Mean 
response Rank t 
The jobs allows you to meet a 
wide variety of different 
types of people. (Item 20) 3.32 17 
You have ample time off from 
the job to participate in 
community activities. 
(Item 12) 3.01 18 
You do no menial work. 
(Item 15) 2.89 19 
The job requires you to travel 
extensively. (Item 19) 2.70 20 
3.32 16 0.00 
3.03 18 0.17 
2.83 19 0.44 
2.56 20 0.80 
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Applying a test to each pair of means again indicated that 
there were three factors of significantly different importance to the 
men and women. The rankings of the means, however, indicated that the 
men and women were in general agreement regarding the relative 
importance of the 20 factors. As shown in Table 14, the factors with 
the highest means and the lowest means were ranked in exactly the same 
order by the male and female students. Furthermore, the Spearman 
rank-order correlation coefficient for the 20 pairs of ranked means 
was 0.9744, clearly indicating the general agreement between the two 
survey groups. 
Other Expectations and Aspirations Related to Employment 
Section V of the survey questionnaire consisted of 19 multiple-
choice questions designed to collect information regarding a variety of 
expectations and aspirations related to employment. The responses to 
these items were simply tabulated and chi-square analysis was used to 
determine if the response distributions of the 72 women and 185 men 
were significantly different for any of the items. These response 
distributions are presented in detail in Table E3 through E12 of 
Appendix E. A summary of these findings is presented in Table 15. 
As shown in this table, there were several significant differences 
between the responses of the men and women surveyed. 
Expectations regarding employment opportunities. The male and 
female students did not significantly differ in their opinions regarding 
the comparative job opportunities for men and women in business. The 
Table 15 
Differences in the Expectations and Aspirations Related to Employment 
Expressed by the Male and Female Respondents 
Expectations and aspirations 
Significance 
level 
Direction of 
significant differences 
I. Expectations regarding employment 
opportunities (Table E3) 
A. General job opportunities for 
business graduates 
B. Comparative job opportunities 
for men and women 
II. Expectations regarding adequacy of 
preparation for first job (Table E4) 
III. Aspirations regarding the first job 
after college (Table E5) 
A. Desired area of employment 
B, Desired position 
C. Desired salary or commission 
.01 
H • S • 
n,8. 
.001 
n.s. 
n.s. 
The women Indicated that job 
opportunities are better than 
the men indicated. 
More women desire to work in 
private industry for a salary or 
commission; more men desire to 
be self-employed, attend graduate 
school, or work in other areas. 
Note. Chi-square analysis was used to determine if the response distributions of the 72 women 
and 185 men were significantly different for the items in Section V of the questionnaire. Details 
of this analysis are presented in the tables of Appendix E Indicated in parentheses. 
Table 15 (Continued) 
Significance 
Expectations and aspirations level 
IV. Highest occupational aspirations 
and expectations (Table E6) 
A. Highest desired position .01 
B. Highest expected annual earned Income .0005 
V. Highest educational aspiration (Table E7) n.s. 
VI. Expectations regarding the length and 
pattern of employment (Table E8) 
A. Expected length of employment with 
first employer .005 
B. General workllfe expectancy n.s. 
C. Expected retirement age .0005 
D. Expected number of employing firms n.s. 
E. Expected effect of chlld-care 
responsibilities .0005 
Direction of 
significant differences 
More women desire positions In 
upper middle management; more men 
desire positions In top level 
management. 
More women expect Incomes of less 
than $40,000; more men expect 
higher Incomes. 
More women expect to work for 
their first employer for less than 
4 years; more men expect to work 
for this employer for more than 
4 years. 
More women expect to retire at age 
50 or younger; more men expect to 
retire at age 60 or older. 
More women expect to Interrupt 
full time employment to assume 
child care responsibilities. 
Table 15 (Continued) 
Expectations and aspirations 
Significance 
level 
Direction of 
significant differences 
VII. Expectations regarding marital status 
and children (Table E9) 
A. Expected marital status 
B. Expected presence of children 
VIII. Expectations regarding reasons for 
working (Table ElO and Table Ell) 
A. To financially support myself 
B. To financially support my spouse 
C. To financially support my children 
D. To supplement my spouse's Income 
E. To develop my own Interests and 
abilities 
F. To be a productive member of society 
IX. Expectations regarding responsibilities 
for financial support (Table E12) 
A. Responsibilities for support of self 
B. Responsibilities for support of spouse 
n.s. 
n.s. 
.0005 
.0005 
.0005 
.0005 
.005 
n.s. 
.0005 
.0005 
More men expressed this reason. 
More men expressed this reason. 
More men expressed this reason. 
More women expressed this reason. 
More women expressed this reason. 
More men expect to be fully 
responsible for their own 
financial support. 
More men expect to be full 
responsible for the support of 
their spouse. 
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women, however, were significantly more optimistic about job 
opportunities for a person receiving a bachelor's degree in business 
administration. About 70 percent thought that such opportunities were 
good while only about 45 percent of the men expressed this opinion. 
Another 45 percent of the men indicated that they thought the 
opportunities for a business graduate were poor or fair while only 
25 percent of the women expressed this opinion. 
Adequacy of preparation for first job after college. There was no 
significant difference between the male and female students when they 
were asked to evaluate how well they would be prepared for their first 
job after college. Very few of the students thought they would be 
prepared very well and, consequently, need little additional training. 
About 75 percent of all of the students, however, thought they would be 
quite well prepared and only about 20 percent thought that they would 
be poorly prepared and need a great deal of additional training. 
Aspirations regarding the first job after college. There were also 
no significant differences of opinion expressed by the male and female 
students when they responded to questions about the type of position 
or the level of compensation they desired after leaving college. 
Significantly more women did indicate a desire to work in private 
industry but this was also the most frequent response among the men 
surveyed. 
Highest occupational aspirations and expectations. Between 15 and 
20 percent of the students indicated that they wanted to eventually be 
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employed In professional positions. Most of the remaining students 
indicated that they wanted to eventually be employed in upper middle 
management or top management positions. Significantly fewer women, 
however, said they would like to work in top management and 
significantly more women said they would like to work in upper middle 
management. Significantly more of the women surveyed also Indicated 
that they expect their highest earned Income to be less than $40,000 a 
year while significantly more men expect their highest Incomes to be 
much higher. 
Highest educational aspiration. There were no significant 
differences in the educational aspirations expressed by the men and 
women surveyed. More than 35 percent of the students indicated that 
a bachelor's degree was the highest degree they would like to attain. 
Another 35 percent expressed a desire to obtain a Master of Business 
Administration with most of the remaining students indicating 
preferences for other degrees. 
Expectations regarding the length and pattern of employment. 
There were no significant differences between the men and women surveyed 
in terms of their general worklife expectancies or the number of firms 
they thought they would work for during their lifetime. More than 85 
percent of the students indicated that they expect to work outside the 
home most of their adult lives and more than 70 percent believed they 
would work for fewer than five different firms or agencies. The female 
students, however. Indicated that they expect to remain with their 
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first employer a shorter length of time than their male colleagues. 
Significantly more women also indicated that they expect to retire at 
age 50 or earlier and that they expect to interrupt full time employment 
to assume child-care responsibilities. In response to the question 
concerning the effects of child-care responsibilities on ençloyment, 
more than 60 percent of the women said they expected to work only on a 
part-time basis or not at all in order to assume such responsibilities. 
Only 8 percent of the men expected to interrupt full time employment 
for this reason. 
Expectations regarding marital status and children. More than 90 
percent of all the students surveyed said they expect to be married 
10 years from now and about 70 percent expect to have children. It is 
interesting to note that almost 25 percent of the women indicated that 
they did not expect to have any children 10 years from now while only 
12 percent of the men responded to this alternative. This difference, 
however, was not statistically significant. 
Expectations regarding reasons for working. Significant 
differences were found between the responses of the male and female 
students for five of the six reasons for working listed in the 
questionnaire. Significantly more men indicated that they expect to 
work in order to financially support themselves, their spouses, and 
their children. Significantly more women said they expected to work 
to supplement their husbands' incomes or to develop their own interests 
and abilities. About an equal percentage of the men and women said 
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they expect to work in order to be a productive member of society. 
Responsibilities for financial support. Significant differences 
were also found between the men and women surveyed when they were asked 
if they expect to be fully responsible for their own financial support 
or the support of their spouses. Almost 96 percent of the male students 
said that they expect to be fully responsible for their own support and 
more than 65 percent indicated that they expect to be fully responsible 
for the financial support of their wives. In contrast, only 62 percent 
of the women said they expect to be fully responsible for their own 
support and only 3 percent said they expect to be responsible for the 
support of their husbands. 
Other Findings 
The last two items in the questionnaire asked the students to 
provide information about the percentage of their college expenses that 
they earned and their participation in extracurricular activities in 
college. The responses to these two items are summarized in Table 16. 
As shown in this table, less than 25 percent of the women earned more 
than 75 percent of their college expenses. In contrast, more than 40 
percent of the male students Indicated that they earned 90 to 100 percent 
of their expenses in college. There was, however, no significant 
difference between the men and women in terms of their participation 
and leadership in campus organizations and other organized 
extracurricular activities in college. 
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Table 16 
Earned College Expenses and Extracurricular Activities 
Classified by Sex of Respondent 
)fen Women Total 
Response N % N % N % 
Percentage of College Expenses Earned through 
Working, Loans, Scholarships, or Veterans Benefits 
None 3 1.6 9 12.5 12 4.7 
1% - 15% 20 10.8 17 23.7 37 14.4 
16% - 30% 17 9.2 6 8.3 23 9.0 
31% - 45% 17 9.2 5 6.9 22 8.6 
46% - 60% 14 7.6 13 18.1 27 10.5 
61% - 75% 9 4.9 5 6.9 14 5.5 
76% - 90% 27 14.7 6 8.3 33 12.9 
91% - 100% 77 41.8 11 15.3 88 34.4 
Totals 184 100.0 72 100.0 256 100.0 
Don't know 1 0 1 
2 
*7 
= 37.74. 2 < .0005. 
Participation in Campus Organizations 
and Other Organized Extracurricular Activities 
No participation 17 9.2 6 8.3 23 9.0 
Minimal participation 67 36.4 24 33.3 91 35.5 
Some participation but 
no leadership positions 27 14.7 9 12.5 36 14.1 
Some participation and 
some leadership 55 29.9 23 31.9 78 30.5 
Considerable participation 
and some leadership 13 7.1 5 7.0 18 7.0 
Considerable participation 
and considerable leadership 5 2.7 5 7.0 10 3.9 
Totals 184 100.0 72 100.0 256 100.0 
No response 1 0 1 
*5 
= 2.84. Not significant. 
Note. The data in this table summarize the information collected 
through items 9 and 10 in Section VI of the questionnaire. 
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CHAPTER VII. 
INTERPRETATIONS AND CONCLUSIONS 
The recent Influx of women Into collegiate business schools 
represents a pool of potential business managers of particular interest 
to American businesses trying to employ more women in their managerial 
ranks. As a result, the primary objective of the present study was to 
determine if women enrolled in a collegiate business school have 
psychological attributes which may inhibit their advancement to 
managerial positions relative to their male colleagues even though 
opportunities for such careers are now available in many firms. 
Through an extensive review of literature three different 
psychological attributes were identified which may affect the manner and 
extent to which a woman pursues a managerial career. These attributes 
are (a) the self-perceptions of a woman in relation to her perceptions 
of the qualities required for success in corporate management, (b) her 
attitudes toward women in business and management, and (c) her 
expectations and aspirations related to employment. Based on this 
review of literature, five general hypotheses were proposed for 
empirical research. To test these hypotheses, data were collected from 
257 seniors majoring in business administration at Iowa State 
University. The findings of this survey of 72 women and 185 men are 
presented in detail in the previous chapter. The purpose of this 
chapter is to present the author's Interpretations of these findings 
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with suggestions on how such findings may be useful in (a) developing 
currlculums in collegiate business schools and (b) improving recruitment 
and career development programs in businesses Interested in filling more 
managerial positions with women. This chapter also includes a 
discussion of the limitations of the present study and suggestions for 
further research. 
Interpretation of Findings 
The five general hypotheses which were developed as the basis of 
the present study were outlined in Chapter I. These hypotheses served 
as general guidelines for collecting, analyzing, and interpreting the 
information from the students surveyed. Below each hypothesis is 
restated and accompanied by the author's interpretation of the 
corresponding findings of the present study. 
Self-Perceptions and Perceptions of the Successful Manager 
The first specific objective of the present study was to test the 
hypothesis that there is no significant difference in the image of the 
individual who is promoted in American business as it is perceived by 
men and women currently enrolled in a collegiate business school. 
The analysis of the data collected from the sample of Iowa State 
University students Indicated that this hypothesis should be generally 
accepted. The exploratory factor analysis of the relevant survey data 
resulted in a set of 14 factors that could clearly be interpreted as 
separate attributes of the successful manager. Using this factor 
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structure, there was relatively high agreement among the students 
surveyed regarding the extent to which these attributes characterize 
the person who holds a high level position in a large corporation. 
Analysis of the survey data indicated that the female students 
perceived the successful manager to be more achievement-oriented than 
the male students who Imagined and described this person. In comparison 
to their male colleagues, the women surveyed also perceived the 
successful manager to be more innovative and interested in community 
affairs and cultural events. The two survey groups, however, seemed to 
be in general agreement regarding the extent to which these attributes 
characterize a top level executive thereby reducing the importance of 
the statistically significant differences which were evidenced. 
Although a comparison of the self-images of business school 
students was not a major objective of the present study, both the 
similarities and differences in these images are interesting. An 
analysis of the survey data indicated that there was a relatively high 
degree of correspondence between the self-images of the men and women 
surveyed. The rank-order correlation of the average self-image factor 
scores was high even if it was not quite as great as it was when the 
manager image factor score means were ranked and correlated. 
Furthermore, there were no significant differences between the average 
factor scores of the men and women for 10 of the 14 factors used in 
analyzing the responses of these students. 
On the other hand, the differences that were found might easily be 
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predicted If It is assumed that college students incorporate the 
attributes of their respective sex role stereotypes into their own 
self-perceptions. The women surveyed perceived themselves as generally 
more pleasing in their appearance and gracious in their social skills 
than the men perceived themselves. In addition, the women saw themselves 
as more Interested in conmunity affairs and cultural events. Since the 
traditional female stereotype is more concerned with her appearance and 
more interested in art, literature, and volunteer community activities 
than her male counterpart, the differences summarized above may be 
easily predicted. 
In comparison to the women surveyed, the men perceived themselves 
as less conforming, more innovative, and more willing to take risks. 
They also perceived themselves as being more knowledgeable about 
business. These attributes also characterize the traditional male 
stereotype and are, consequently, quite predictable. 
Given the separate examinations of the manager images and 
self-images of the respondents, the survey data were analyzed to test 
the hypothesis that men and women enrolled in a collegiate business 
school have self-perceptions which are equally consistent with their 
perceptions of the person who is promoted within the managerial ranks. 
Direct comparisons of the manager images and self-images of the 
respondents indicated that both the men and women surveyed perceived 
themselves and the manager they imagined as being quite different. 
Yet, the manager images and self-images of the male and female students 
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were equally consistent for 10 of the 14 factors examined. That is, the 
differences between the manager Images and the self-images of the men and 
women were about equal for these 10 factors indicating that the above 
hypothesis should be accepted. On the other hand, the differences 
evidenced in regard to the remaining four factors appeared to be quite 
important. 
Both the men and women perceived themselves to be less able in 
management, less decisive, and less knowledgeable about business than a 
top level executive in a large American corporation. The self-perceptions 
of the women, however, were significantly less consistent with their 
perceptions of the successful manager than the perceptions of the men 
surveyed when the data regarding these three variables were analyzed. 
Furthermore, the women surveyed perceived themselves as slightly more 
conforming and less innovative, flexible, and willing to take risks 
than the manager they imagined and described. The men tended to see 
themselves as slightly less conforming and more innovative, flexible, 
and willing to take risks. Thus, these findings imply that the women 
surveyed may be less confident of their knowledge and abilities in 
business and management and less willing or able to assume the risks 
often associated with effective performance and promotion in business. 
Attitudes toward Men and Women in Business 
The questionnaire used in the present study contained 15 
hypothetical cases designed to determine if the students surveyed 
express different attitudes toward men and women in business. 
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Responses to six of these cases could be used to test the hypothesis 
that men and women in business related situations do not receive 
significantly different evaluations from students currently enrolled 
in a collegiate business school. 
The female students surveyed did not give significantly different 
evaluations to the men and women in any of the six cases. That is, if 
about 90 percent of these respondents approved of giving a particular 
position to a man, 90 percent also tended to approve of giving the same 
job to a woman. In responding to two of the case examples, the female 
students were noticeably more supportive of the women portrayed than 
they were of the men but, again, no statistically significant 
differences were evidenced. 
The male students were apparently more influenced by the sex of the 
employees in the case examples. The men surveyed did not differentially 
evaluate male and female applicants when it was obviously unfair to give 
either the man or the woman the job. The men also did not express 
different attitudes toward male and female applicants who were being 
considered for a position described as very routine. The men did, 
however, react quite differently when the applicants were being 
considered for a position described as very complex and important. 
In responding to this case, significantly more male students approved 
of the decision when the position was given to the man than when the 
woman received the job. 
The men surveyed were also apparently more influenced by the sex 
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of the employee when an applicant for a management training program 
was rejected because his or her spouse worked for a company known to 
frequently transfer its employees to other parts of the country. 
A significantly higher proportion of the men approved of rejecting 
the applicant when this person was a woman. 
Both the men and women surveyed were also noticeably more 
supportive of the male accountant than the female accountant 
requesting a leave of absence to assume child care responsibilities. 
These findings inq)ly that the students thought it was slightly more 
important for the male accountant to retain his job than it was for 
the female accountant to retain her position. The differences in 
opinion, however, were not statistically significant. 
It is also interesting to note that the students expressed a more 
supportive, or perhaps protective, attitude toward the unpromoted but 
competent female vice president than they expressed toward the man 
who was not promoted to company president. Again, however, this 
difference in opinion was not statistically significant for either the 
sang)le of men or the sample of women. 
Although the responses to only six cases were analyzed, the women 
surveyed were apparently less influenced by the sex of an employee than 
their male colleagues who were surveyed. The men, however, did not 
consistently differentially evaluate the men and women portrayed in the 
situations described in the questionnaire and their responses clearly 
varied depending on the context of the situation or the action taken 
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and not just on the sex of the employee considered. As a result, the 
third hypothesis can not be clearly rejected or accepted. 
The responses to all 15 cases were used to test the hypothesis 
that there is no significant difference between male and female students 
in a collegiate business school in the evaluations they give to men or 
women in hypothetical business related situations. The analysis of 
these responses indicated that the men and women surveyed expressed 
essentially the same attitudes toward the men and women depicted in 
the case examples indicating that the hypothesis above should be 
generally accepted. There were, however, three significant 
differences between the opinions of the men and women surveyed and all 
three indicated that the female students were at least more sensitive 
than the male students to the position of women in business. The 
responses to these cases may also imply that the female students were 
more supportive of women in management than the men queried. 
Expectations and Aspirations Related to Employment 
The remaining data collected from the sample of Iowa State 
University students were used to test the fifth general hypothesis 
investigated in this study. Stated in null form, this hypothesis was 
that there is no significant difference in the expectations and 
aspirations related to employment expressed by men and women enrolled 
in a collegiate business school. 
As predicted, there were few significant differences between the 
men and women surveyed in terms of their expectations regarding the 
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importance of variables typically associated with job satisfaction or 
dissatisfaction. The average responses of the men and women were 
signficantly different for only three of the 20 factors examined and 
the correlation of the ranked mean responses of the two groups was very 
high. The three differences found, however, appeared to be quite 
important when they were examined taking the other expectations and 
aspirations expressed by the students also into consideration. 
With minor exception, the men and women had very comparable 
expectations and aspirations regarding their first jobs after leaving 
college. The two groups, however, tended to expect to work for 
different reasons and they viewed their financial responsibilities 
very differently. The men tended to expect to work to financially 
support themselves, their wives, and their children whereas these 
reasons were apparently much less important to the women. The men 
also tended to expect to be fully responsible for their own financial 
support and they frequently expected to be fully responsible for the 
financial support of their wives. The women much less frequently 
expected to be financially responsible for the support of themselves 
or their husbands. 
About 85 percent of the men said that they expect to work to 
financially support themselves, nearly 70 percent said they expect to 
work to support their wives and children, and only 20 percent said 
they expect to work to supplement their wives' incomes. More than 
50 percent of the women indicated that they expect to work to support 
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themselves financially and 65 percent expected to work to supplement 
their husbands* incomes whereas less than 20 percent said they expect 
to work to support their husbands or children financially. These 
findings are quite logical considering the different perspectives of 
the men and women regarding their financial responsibilities. More 
than 95 percent of the men said that they expect to be fully 
responsible for their own support and nearly 70 percent said they 
expect to support their wives. In contrast, only 60 percent of the 
women Indicated that they expect to be fully responsible for their 
own financial support and only 3 percent said that they expect to 
be responsible for the financial support of their husbands. 
Higher percentages of both the men and women surveyed indicated 
that they expected to work to develop their own interests and 
abilities. Nearly 70 percent of the men and 90 percent of the women 
said that they expect to work for this reason. The statistical 
significance of the difference between the men and women, however, 
Implied that this reason was not equally important to the two survey 
groups. 
As stated earlier, there were also three significant differences 
between the men and women in terms of their expectations regarding the 
importance of factors typically associated with job satisfaction or 
dissatisfaction. According to the data analysis, the women surveyed 
perceived that it is very important to do work which is enjoyable and 
interesting. Although the men also considered this factor to be 
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l]iq>ortant, this factor's average Importance was significantly lower 
among the male students than it was among the female students. 
Similarly, having an employer who is fair and honest was more important 
to the women surveyed than to the men. In contrast, the men considered 
it more important than the women to have ample time off from the job 
to assume family responsibilities. Although the last finding was quite 
unexpected, all three of the above differences appeared to reflect the 
difference in perspectives evidenced in the analysis of the students' 
expected reasons for working. 
There were, of course, obvious and important similarities between 
the two survey groups. However, the findings reviewed thus far in this 
section Implied that the men and women viewed their future employment 
at least somewhat differently. In general, the male students seemed 
to view working as a means of fulfilling important financial and 
family responsibilities whereas the women were more concerned with work 
as an interesting and enjoyable opportunity to fulfill personal needs 
and potentials. This interpretation may, of course, be erroneous but 
it does offer a perspective for reviewing another significant set of 
findings. 
There were no significant differences between the men and women in 
terms of the highest academic degree they aspired to attain. It is 
interesting to note, however, that at least one third of the male 
and female students indicated that they would like to earn a Master of 
Business Administration. This finding is of particular interest since 
the highest occupational aspirations of the women were generally 
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lower than the highest occupational aspirations of the men. Very few 
of the students Indicated that they aspired to only lower middle 
management positions and about equal percentages of the men and women 
Indicated that they aspired to professional positions. A significantly 
higher proportion of the women, however, said that they desired jobs In 
upper middle management whereas a higher proportion of the men said 
that they aspired to top level management positions. Similarly, a 
higher proportion of the men surveyed also expected their highest 
annual earned incomes to be $40,000 or more whereas more women expected 
their highest Incomes to be less than $40,000 a year. 
The generally lower occupational aspirations and expectations 
expressed by the female students may, of course, be literally 
interpreted to mean that these women simply don't aspire to managerial 
positions or earnings which are as high as those desired by their 
male colleagues. Another interpretation is that these women have 
high, but different, aspirations and expectations. That is, the women 
may be more concerned with the extent to which their work is enjoyable, 
interesting, guided by a fair employer, and personally fulfilling. 
The men, on the other hand, may be more interested in other rewards 
with income and relative position level being two possible types of 
compensation. This interpretation may also be applied to the data 
which indicated that a high proportion of the women surveyed desire 
to attain graduate or professional degrees. With respect to this 
variable, the men and women expressed very comparable aspirations 
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but they may be based on different reasons. 
Another explanation for the above findings is that the women 
surveyed singly may be viewing their futures realistically as well as 
differently. Relatively few women have attained high managerial 
positions or earned high incomes in such positions. As a result, the 
women surveyed may assume that there is little incentive to establish 
high occupational goals when so few women have achieved such 
objectives in the past. In contrast, the men surveyed may be very 
realistic in expecting that they will achieve relatively high 
occupational goals in business. Young men in American society have been 
traditionally taught to seek out competitive situations like business, 
to attempt to succeed in them, and to enjoy the process of such 
competition (Note 2). At the same time, young women have been 
historically socialized to view their futures much differently (Bart, 
1974). 
As predicted, the men and women surveyed indicated that they 
perceive their expected worklives at least somewhat differently. About 
85 percent of all of the students said that they expect to work outside 
the home for most of their adult lives. The men and women also said 
that they expect to work for about the same number of different firms. 
More of the women, however, expected to work for their first employer 
for less than four years whereas a significantly higher percentage of 
men expected to work for this employer for a longer period of time. 
More inportantly, the women tended to expect to retire at an earlier 
age. Significantly more women than men also expected to interrupt 
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full time employment to assume child care responsibilities. Thus, 
these findings support the commonly held belief that the worklives of 
women are typically shorter and discontinuous relative to those of 
men. 
Although generalizations could be drawn quite easily with respect 
to many of the variables investigated, a relatively wide variety of 
responses from the students surveyed also characterized this study. 
For example, almost 25 percent of the female students indicated that 
they did not expect to have any children within the next ten years. 
As a result. It certainly should not be assumed that the generalization 
regarding the shorter and less continuous worklife expectancies of the 
women surveyed applies equally well to all of the respondents. 
It should also be noted that many of the men and women surveyed 
gave the same or very comparable responses regardless of the 
differences between the two survey groups which were noticeable or 
statistically significant. Thus, it simply would be erroneous to 
conclude that the fifth general hypothesis on which this study was 
based should be clearly rejected because the men and women were 
characterized by distinctly different expectations and aspirations 
related to employment. There were several important differences between 
the two groups of respondents but there were also similarities of 
equal Importance. 
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Implications of the Findings 
Innumerable authors have described how firms can develop and 
implement programs to increase the number of women in their managerial 
hierarches (eg. Boyle, 1973; Fretz & Hayman, 1973; Kay, 1972; Luthans & 
Hodgetts, 1976; Petersen & Bryant, 1972). Other authors have suggested 
how women can help themselves achieve more positions within the 
managerial ranks of business (eg. "How Women Can Get Ahead," 1976; 
Templeton & Marrow, 1972; Thompson, 1976). Most of these recommenda­
tions, however, are based on the relatively limited experiences of the 
authors or their beliefs about women in business and not empirical 
research. As a result, one of the major objectives of the study 
reported in this dissertation was to collect information about one 
pool of potential managers and to identify the implications of this 
research for college curriculums and career development programs in 
industry. 
Since the findings of the study reported in this dissertation were 
based on a saiq)le of students from only one university, generalizations 
based on these results should not be extended to student populations in 
other collegiate business schools. Nevertheless, these findings 
appear to have important implications for the business curriculum at 
Iowa State University where the study was conducted and for the 
businesses recruiting business graduates from this institution. 
195 
Implications for Curriculum Development and Academic Advising 
At least a few collegiate Institutions have Introduced special 
programs focusing on women In business. These efforts range from 
the development of single courses (Buzenberg, 1975) to the Introduction 
of a special Master of Business Administration program for women 
("Advice to Career Women," 1976). The results of the present study 
certainly do not Imply that a separate degree for women In Industrial 
Administration should be Introduced at Iowa State. The study does 
Indicate, however, that the men and women studying business at this 
university may be characterized by Important similarities and 
differences which should be recognized by the administration, faculty, 
and academic advisors. This Investigation also clearly demonstrates 
that the study of women In business Is a viable research area and a 
subject which should be included in the subject matter of the 
department as part of regularly offered courses and special seminars. 
The present study has particularly important implications for the 
academic and career advising of students in Industrial Administration. 
This Investigation indicates that it is erroneous to assume that the 
perceptions, attitudes, expectations, and aspirations of a particular 
female student in the department are clearly similar to those of her 
male colleagues or distinctly different. As a result, advisors should 
consider the characteristics of each woman individually and make 
suggestions on the basis of these attributes and not on the basis of 
the generalizations that can often be drawn regarding the differences 
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and similarities of men and women studying business in college. 
The results of the present study do indicate that a general effort 
should be exerted to increase the self-confidence of the women majoring 
in the department with respect to their knowledge of business and 
abilities in management. There also appears to be a corresponding need 
to help the male students become more sensitive to the problems women 
typically encounter in managerial work and more aware of the subtle, 
but lng)ortant, ways that these men could eventually inhibit the careers 
of their female colleagues through their attitudes toward men and women 
In business. 
One could also assume that there is a need to help the women 
studying business to change their expectations and aspirations related 
to ençloyment so that they will aspire to higher managerial positions 
and Income levels. However, the findings of the present study suggest 
that rewards of this type may not represent "success" to many of these 
women or they may not experience a need for such rewards to the extent 
that their male colleagues do. As a result, it appears that women 
should be encouraged to aspire to higher levels of management by 
presenting the potential rewards of these positions in terms which are 
meaningful to these women. For some women, the appeals may be the same 
as they are for their male colleagues but for others the Incentives 
may be different. 
Implications for Businesses Recruiting Women 
The basic suggestions offered in the preceding section appear to 
be equally applicable to the firms Interested in eventually filling 
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managerial positions with women who have studied business administration 
at Iowa State University. The recruiters representing these firms 
should become aware of both the similarities and differences between 
the men and women surveyed in the present study. These students are 
probably very representative of those the recruiters are interviewing 
and these recruiters should leam to Interpret and understand the 
differences they perceive in these interviewees. For example, 
recruiters often ask students to describe their occupational goals. 
Given the results of the present study, it would not be surprising If 
a female responded to this question by saying that she would like to 
work in an interesting and fulfilling position with no particular job 
in mind. In contrast, a male student might easily be expected to say 
that he aspires to a higher level and more responsible position as 
soon as he can. In comparing the two students, a recruiter might 
assume that the man is more achievement oriented, perhaps more 
promotable, than the woman. The present study, however, suggests that 
the woman may perceive herself as a manager to the same extent her 
male colleague does but express the occupational aspirations and 
rewards which are meaningful to her in much different terms. 
Once employed, women may have to be encouraged to aspire to higher 
level positions but, again, the incentives may appear to differ 
from those used to encourage and reinforce perfoirmance among male 
trainees in management. In comparison to their male colleagues, the 
women entering management training programs after studying business 
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at Iowa State may continue to lack self-confidence as well as a 
willingness to assume career risks without encouragement. As a result, 
firms may find It necessary to make a conscious effort to be supportive 
of the knowledge and managerial abilities of these women at least 
temporarily or until these potential managers feel as competent as 
their male associates. 
Limitations of the Study 
The most Important limitation of the study reported in this 
dissertation was that the survey questionnaire was administered to 
students in only one university. Another general limitation was that 
the study was limited to only selected psychological characteristics. 
An attempt was made to identify the most Important of these attributes 
but numerous others have been identlfed (Laws, 1974; O'Leary, 1974). 
For exançle, the present investigation did not Include a study of 
female preferences for competitive situations. Differences in 
preferred managerial styles were also not investigated. In addition, 
many specific questions of Interest were not included. For example, 
the respondents were not asked whether they would prefer working for 
a man or a woman. Questions regarding the willingness to relocate 
were also omitted. Finally, all of the general limitations of a 
survey apply to the present study as well as to any other investigation 
of this type. 
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ReconmendatIons for Further Research 
Further analysis of the data collected should be carried out to 
investigate relationships not of direct concern in the present study. 
For exaiiq>le, the responses of the female students should be reanalyzed 
to determine if the women who do not plan to have children are 
characterized by psychological attributes which are different from 
those of the women who plan to have children within the next 10 years. 
The survey questionnaire should also, of course, be administered to 
students in other collegiate business schools to determine if the 
men and women enrolled in these schools have similarities and 
differences which are comparable to those found among the Iowa State 
University students. Finally, further research should be conducted 
to identify and study additional psychological attributes which may 
inhibit or enhance the advancement of women to managerial positions in 
business relative to their male colleagues. 
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IN INDUSTRIAL ADMINISTRATION AS OF MAY 1, 1976 
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45. Brown, Wayne Allen 
46. Brownlee, Mark Somers 
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49. Buntenbach, Edward 
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94. Drake, Christopher B. 
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139. Heider, Stephen C. 
140. Hemesath, Kenneth F. 
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141. Henrlksen, David L. 165. Juergens, Kevan V. 
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143. Hill, Alan R. 167. Keener, Kay Ellen 
144. Hill, Tresa Cherle 168. Keller, Jeffrey A. 
145. Hinsch, Peter R. 169. Kiliper, Jerome R. 
146. Hitt, James T. 170. Killion. Dean A. 
147. Holen, Kevin D. 171. Kinmel, Carla L. 
148. Holman, Joseph B. 172. Klouda, Clifford F. 
149. Horn, Jeffrey A. 173. Kockler, Donald N. 
150. Hull, Harry V. 174. Koenigsberg, Dennis W 
151. Hunerdose, Jack W. 175. Kouri, Thomas G. 
152. Hunt, Jean B. 176. Krabbe, Stephen C. 
153. Hunzeker, Ann E. 177. Krall, Donald R. 
154. Ingleby, Thomas E. 178. Krug, Lyle D. 
155. Irwin, Jay R. 179. Kruse, James L. 
156. Ivanovich, Mark L. 180. Kuchel, Mark D. 
157. Jay, Ramsey M. 181. Kuhn, Mary A. 
158. Jeffrey, Cynthia G. 182. Lane, Steven D. 
159. Jensen, David W. 183. Larson, Marlyn E. 
160. Johns, Marlene R. 184. Larson, Ruth 
161. Johnson, Dennis M. 185. Laughner, Jonathan D. 
162. Johnson, Robert M. 186. Lenz, Dennis R. 
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189. Llebbe, Paul R. 213. Molitor, Kathleen A. 
190. Little, Dennis A. 214. Moon, Brian C. 
191. Lobaugh, Leann G. 215. Moore, Monte B. 
192. Lovett, Gary W. 216. Morman, Barbara Jensen 
193. Lynch, Roman F. 217. Mullins, Rodney J. 
194. McCambridge, Michael L. 218. Murtfeld, Roger P. 
195. McCarten, Michael C. 219. ïfyers, James D. 
196. McClelland, Jerald 220. Naeve, Randall K. 
197. McConnell, Janet 221. Nariboli, Ashok G. 
198. McElrath, Paul W. 222. Nassif, Nicholas S. 
199. McClaughlin, James M. 223. Nation, Gary R. 
200. Maahs, David L. 224. Needham, C. Rosanne 
201. Maas, Sydne Renee 225. Niebuhr, Michael L. 
202. Manatt, Curtis E. 226. Noll, Steven E. 
203. Marsh, Deborah K. 227. Nordmann, Bruce E. 
204. Martin, Alice K. 228. Norton, Barbara J. 
205. Marturello, Joe T. 229. Oakland, Darrell A. 
206. Mason, Richard P. 230. O'Connor, Jeanne M. 
207. Mauldin, Jack B. 231. Olson, Leonard K. 
208. Mealiff, Cyndee L. 232. Omvig, Todd D. 
209. Meyers, Jeffrey A. 233. O'Neill, Gerald E. 
210. Miller, Thomas E. 234. Osbom, Dell K. 
211. Miller, William Mack 235. Osbom, Garry W. 
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237. Fagliai, David A. 261. 
238. Palmer, David A. 262. 
239. Payton, Jeanne M. 263. 
240. Pepper, Frank J. 264. 
241. Peters, Phillip V. 265. 
242. Peterson, Gary R. 266. 
243. Peterson, Robert J. 267. 
244. Potts, Virginia K. 268. 
245. Pumphrey, Suzanne J. 269. 
246. Radke, Craig T. 270. 
247. Reeve, Gary L. 271. 
248. Rehm, Richard E. 272. 
249. Reinders, David L. 273. 
250. Reisetter, Lawrence E. 274. 
251. Renaud, Joann L. 275. 
252. Revel1, Thomas A. 276. 
253. Rice, Christine W. 277. 
254. Ripley, Michael E. 278. 
255. Ritter, Patricia J. 279. 
256. Roederer, Susan M. 280. 
257. Roorda, Marilyn J. 281. 
258. Rowland, Sarah L. 282. 
259. Rusk, Richard P. 283. 
260. Samson, Leo P. 284. 
Schaller, Carl F. 
Schellhom, Alan D. 
Schmidt, Frederick L, 
Schmidt, Mark S. 
Schneider, Ann 
Schneider, Robert J. 
Schnirring, Kent E. 
Schon, Brian K. 
Schropp, Carol A. 
Schwerin, Coral L. 
Screeden, James E. 
Sebby, James A. 
Selecman, David A. 
Shea, Michael J. 
Sides, Tony J. 
Sievers, Sondra L. 
Simpson, Roger A. 
Sindt, Rochelle L. 
Small, Dale A. 
Smith, Darwin D. 
Smith, James B. 
Smith, Randall L. 
Smith, Roger M. 
Snarskis, Linda F. 
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285. Somners, David V. 309. Voss, Craig Allan 
286. Sopeland, David G. 310. Wagner, Donald L. 
287. Stanley, Sherri A. 311. Wagner, Jill A. 
288. Stevenson, Mark R. 312. Ward, Lester P. 
289. Stewart, Jack E. 313. Ware, Jonathan F. 
290. Still, Cynthia A. 314. Waterman, Curtis L. 
291. Stoever, Gregory C. 315. Wendt, Steven E. 
292. Stoll, Conald G. 316. Wert2, Clayton Richard 
293. Stoltz, Stephanie 317. Wesely, Kenneth J. 
294. Storm, Bradley R. 318. Wharton, Marilyn K. 
295. Stumberg, Norman J. 319. Wilhelmi, Thomas L. 
296. Sundall, Ronald R. 320. Williams, David R. 
297. Sunderman, Sheryl K. 321. Williams, Gregory E. 
298. Swanson, Dennis L. 322. Williams, John H. 
299. Taylor, Richard L. 323. Wingender, James W. 
300. Thode, David W. 324. Winter, Jerry J. 
301. Thompson, Kenneth B. 325. Wise, Dennis G. 
302. Tott, Thomas J. 326. Wollney, Lois M. 
303. Tursi, John P. 327. Wood, Jacob D. 
304. Twidt, Marcene A. 328. Woodard, Rodney L. 
305. Underbakke, Steven A. 329. Woods, Van R. 
306. Underriner, Debra J. 330. Wright, Dean G. 
307. VanKooten, Bruce H. 331. Wulf, Thomas Patrick 
308. Veenendaal, Martha A. 332. Wymore, Dennis R. 
221 
333. Yamber, Debra Ann 
334. Young, Doris Kay 
335. Zimmerman, Timothy Allen 
336. Zwiefel, Alan Glen 
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SURVEY QUESTIONNAIRE 
300 Carver Hall 
Iowa State University 
Ames, Iowa 50010 
May 10, 1976 
Dear I.Ad. Senior: 
The end of the quarter is fast approaching and I know you are very 
busy! However, I hope you will take the time to complete this 
questionnaire and return it to the I.Ad. office, 300 Carver Hall. 
The purpose of this questionnaire is to collect information about the 
seniors majoring in Industrial Administration at Iowa State. Since 
the success of this study depends on how accurately you fill out 
your questionnaire, please complete it in one sitting and without 
consultation with anyone else. 
Return your questionnaire to the I.Ad. office, 300 Carver Hall. There 
you will find a box labeled "I.Ad. Questionnaires." Place your 
questionnaire in this box. To let us know that you have returned your 
questionnaire, check your name off the list you will find lying next 
to the questionnaire box. 
If you have any questions about the questionnaire, please feel free 
to call a member of the I.Ad. Student Advisory Council or Ms. Barbara 
Magill who is in charge of this study. Her telephone numbers are 
294-8111 and 232-2369. 
We sincerely appreciate your help in this study and your response will 
definitely be useful in improving the curriculum and advising services 
in our department. 
Sincerely, 
Dr. Lynn Loudenback, Chairman 
Department of Industrial Administration 
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Page 2. 
SECTION I 
INSTRUCTIONS : Imagine that you are going to meet a person for the 
first time and that the only thing you know in advance 
is that the person is a top level executive in a large 
American corporation. 
Describe what you think this person would be like using 
the pairs of phrases listed on the following pages. 
For each item, circle the number on the scale which 
best describes what you think the person would be like. 
EXAMPLE; 
1 2 3 4 5 6 7 
Not at all aggressive Very aggressive 
Circle _1 if you think the person would not be aggressive at all. 
Circle or 3^  if you think the person would only be somewhat aggressive 
in most situations. 
Circle if you think that the person would be very aggressive in 
some situations and not at all aggressive in others 
OR if you think the person would be moderately aggressive in all 
situations. 
Circle 2 or ^  if you think the person would be quite aggressive in 
most situations. 
Circle 2 If you think the person would be very aggressive in most 
situations. 
1. 
Communicates very poorly 
with other people 
2. 
Has no amount of ambition 
and drive 
Communicates very well 
with other people 
Has a very great amount 
of ambition and drive 
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3. 
Has a very low need 
to be successful 
Has a very high need 
to be successful 
Very poorly educated 
1 2 
Makes very poor decisions 
1 2 3 
Not at all self-confident 
12 3 
Has a very poor appearance 
12 3 
Is completely unable to get 
things done with and 
through people 
Very highly educated 
6 7 
Makes very sound decisions 
5 6 7 
Very self-confident 
6 7 
Has a very good appearance 
5 6 7 
Is very able to get things 
done with and through people 
Very low capacity for 
hard work 
Very high capacity for 
hard work 
Assumes responsibility with a 
very great deal of difficulty 
Assumes responsibility 
very easily 
Not at all conscientious 
12 3 
Very immature, mentally 
and emotionally 
Very conscientious 
6 7 
Very mature, mentally 
and emotionally 
Not at all flexible 
1 2 
Not at all innovative 
12 3 
Very flexible 
6 7 
Very innovative 
6 7 
A very low risk-taker A very high risk-taker 
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16. 
17. 
18. 
19. 
20. 
26.  
4. 
Has developed few technical 
skills 
Has developed many technical 
skills 
Not at all aggressive 
1 2 
Very aggressive 
6 7 
Not at all energetic 
1 2 
Very energetic 
6 7 
Will make suggestions 
superiors with great difficulty 
Will make suggestions to 
superiors very easily 
Will take suggestions from 
subordinates with great 
difficulty 
Will take suggestions from 
subordinates very easily 
21. 
22. 
23. 
24. 
25. 
Accepts criticism only with 
great difficulty 
12 3 
Accepts criticism very easily 
Potential for professional 
growth is very low 
Potential for professional 
growth is very high 
5 6 7 
Very unable to develop 
the best in others 
Very able to develop 
the best in others 
Very weak sense of Integrity 
12 3 
Very strong sense of integrity 
4 5 6 7 
Doesn't understand own 
strengths and weaknesses 
at all 
Understands own strengths 
and weaknesses 
very well 
Sacrifices nothing and no one 
to achieve success 
Sacrifices everything and 
everyone to achieve success 
27. 
Not at all sensitive to the 
feelings of others 
Very sensitive to the 
feelings of others 
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28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
5. 
Interprets rules very narrowly 
12 3 4 
Interprets rules very broadly 
5 6 7 
Never takes the credit 
others have earned 
Always takes the credit 
others have earned 
Never shifts blame to others 
12 3 
Always shifts blame to others 
5 6 7 
Very low interest In 
community affairs 
Very high Interest in 
community affairs 
Very low Interest in 
cultural events 
Very high interest in 
cultural events 
Always accepts authority 
without question 
Never accepts authority 
without question 
Subordinates home and family 
to career interests 
Subordinates career interests 
to home and family 
Very low conformity to 
organization norms 
12 3 
Very high conformity to 
organization norms 
Not at all patient 
1 2 
Very patient 
7 
Not at all polite 
1 2 
Very polite 
7 
Not at all decisive 
1 2 
Very decisive 
6 7 
Has a very poor sense 
of humor 
Has a very good sense 
of humor 
40. 
Not at all dignified Very dignified 
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41. 
42. 
43. 
44. 
45. 
46. 
47. 
48. 
49. 
50. 
51. 
52. 
Not at all warm and friendly 
12 3 
Very warm and friendly 
6 7 
Pays very little attention 
to detail 
Pays a very great deal of 
attention to detail 
Not at all persistent 
1 2 
Very persistent 
6 7 
Not at all impersonal 
and aloof 
Very impersonal and aloof 
Not at all knowledgeable 
about business 
Very knowledgeable 
about business 
Able to delegate responsibility 
only with difficulty 
Able to delegate responsibility 
very easily 
Not at all dedicated 
1 2 
Very dedicated 
6 7 
Has no administrative 
skill at all 
Has a very great deal of 
administrative skill 
Not at all persuasive 
1 2 
Very persuasive 
6 7 
Not at all objective 
1 2 
Very objective 
7 
Not at all tactful 
1 2 
Very tactful 
7 
Very low desire for 
excellence 
Very high desire for 
excellence 
53. 
Not at all honest Very honest 
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54. 1 2 3 4 5 6 7 
Not at all respectful Very respectful of others 
of others 
55. 1 2 3 4 5 6 7 
Very poor analytical ability Very good analytical ability 
56. 1 2 3 4 5 6 7 
Not at all intelligent Very intelligent 
57. 1 2 3 4 5 6 7 
Not at all perceptive Very perceptive 
58. 1 2 3 4 5 6 7 
Not at all emotionally stable Very emotionally stable 
59. 1 2 3 4 5 6 7 
Not at all interested Very interested in people 
in people 
60. 1 2 3 4 5 6 7 
Not at all open-minded Very open-minded 
SECTION II 
INSTRUCTIONS: Now use the pairs of phrases listed below and on the 
following pages to describe yourself. Use the same 
procedure for marking your answers as you did in 
Section I. 
1 .  1 2 3 4 5 6 7  
Communicates very poorly 
with other people 
2. 12 3 4 5 
Communicates very well 
with other people 
6 7 
Has no amount of ambition Has a very great amount 
and drive of ambition and drive 
3. 12 3 4 5 6 7 
Has a very low need 
to be successful 
4. 12 3 4 5 
Has a very high need 
to be successful 
6 7 
Very poorly educated Very highly educated 
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5. 1 2 3 4 5 6 7 
6. 
Makes very 
1 
poor decisions 
2 3 4 
Makes 
5 
very sound decisions 
6 7 
7. 
Not at all 
1 
self--confident 
2 3 4 5 
Very self-confident 
6 7 
8. 
Has a very 
1 
poor appearance 
2 3 4 
Has a 
5 
very good appearance 
6 7 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Is completely unable to get 
things done with and 
through people 
Is very able to get things 
done with and through people 
Very low capacity for 
hard work 
Very high capacity for 
hard work 
Assumes responsibility with a 
very great deal of difficulty 
Assumes responsibility 
very easily 
Not at all conscientious 
12 3 
Very conscientious 
6 7 
Very immature, mentally 
and emotionally 
Very mature, mentally 
and emotionally 
Not at all flexible 
1 2 
Very flexible 
7 
Not at all innovative 
1 2 
Very innovative 
6 7 
A very low risk-taker 
1 2 
A very high risk-taker 
6 7 
Has developed few technical 
skills 
Has developed many technical 
skills 
17. 
Not at all aggressive Very aggressive 
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18. 
19. 
20. 
9. 
1 2 
Not at all energetic 
1 2 
Very energetic 
6 7 
Will make suggestions to 
superiors with great difficulty 
Will make suggestions to 
superiors very easily 
Will take suggestions from 
subordinates with great 
difficulty 
Will take suggestions from 
subordinates very easily 
21. 
22. 
23. 
24. 
25. 
Accepts criticism only with 
great difficulty 
12 3 
Accepts criticism very easily 
Potential for professional 
growth is very low 
Potential for professional 
growth is very high 
5 6 7 
Very unable to develop 
the best in others 
Very able to develop 
the best in others 
Very weak sense of integrity 
12 3 
Very strong sense of integrity 
4 5 6 7 
Doesn't understand own 
strengths and weaknesses 
at all 
Understands own strengths 
and weaknesses 
very well 
26. 
27. 
28. 
29. 
Sacrifices nothing and no one 
to achieve success 
Sacrifices everything and 
everyone to achieve success 
Not at all sensitive to the 
feelings of others 
1 2 3 
Very sensitive to the 
feelings of others 
Interprets rules very narrowly 
12 3 4 
Interprets rules very broadly 
5 6 7 
Never takes the credit 
others have earned 
Always takes the credit 
others have earned 
232 
Page 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
41. 
42. 
10. 
1 
Never shifts blame to others 
12 3 
Always shifts blame to others 
5 6 7 
Very low Interest In 
community affairs 
Very high Interest In 
community affairs 
Very low interest in 
cultural events 
Very high Interest in 
cultural events 
Always accepts authority 
without question 
Never accepts authority 
without question 
Subordinates home and family 
to career Interests 
Subordinates career Interests 
to home and family 
5 6 7 
Very low conformity to 
organization norms 
Very high conformity to 
organization norms 
5 6 7 
Not at all patient 
1 2 
Very patient 
7 
Not at all polite 
1 2 
Very polite 
7 
Not at all decisive 
1 2 
Very decisive 
6 7 
Has a very poor sense 
of humor 
1 2 
Has a very good sense 
of humor 
Not at all dignified 
1 2 
Very dignified 
6 7 
Not at all warm and friendly 
12 3 
Very warm and friendly 
5 6 7 
Pays very little attention 
to detail 
Pays a very great deal of 
attention to detail 
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43. 
44. 
45. 
46. 
47. 
48. 
49. 
50. 
51. 
52. 
53. 
54. 
55. 
Not at all persistent 
1 2 
Very persistent 
6 7 
Not at all impersonal 
and aloof 
Very iiiq>ersonal and aloof 
5 6 7 
Not at all knowledgeable 
about business 
Very knowledgeable 
about business 
Able to delegate responsibility Able to delegate responsibility 
only with difficulty very easily 
5 6 7 
Not at all dedicated 
1 2 
Very dedicated 
6 7 
Has no administrative 
skill at all 
Has a very great deal of 
administrative skill 
Not at all persuasive 
1 2 
Very persuasive 
6 7 
Not at all objective 
1 2 
Very objective 
6 7 
Not at all tactful 
1 2 
Very tactful 
7 
Very low desire for 
excellence 
Very high desire for 
excellence 
6 7 
Not at all honest 
1 2 
Very honest 
7 
Not at all respectful 
of others 
Very respectful of others 
5 6 7 
Very poor analytical ability Very good analytical ability 
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56. 1 2 3 4 5 6 7 
57. 
Not at all Intelligent 
1 2 3 4 
Very intelligent 
5 6 7 
58. 
Not at all perceptive 
1 2 3 4 
Very perceptive 
5 6 7 
59. 
Not at all emotionally stable 
1 2 3 4 
Very emotionally stable 
5 6 7 
60. 
Not at all interested 
in people 
1 2 3 4 
Very interested in people 
5 6 7 
Not at all open-minded Very open-minded 
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SECTION III 
INSTRUCTIONS; Listed below are several hypothetical situations 
involving personnel decisions. Beside each situation 
please indicate _1 if you APPROVE of the action taken 
and 2 if you DISAPPROVE. 
1. One woman and one man recently applied for the position of 
Marketing Research Director of Company B. The man was 
slightly more qualified than the woman, but the woman was 
given the position. 
2. One woman and one man recently applied for the very complex 
and important job of comptroller of Company C. The two 
applicants were about equally qualified. The woman was 
given the position. 
3. A vice president in charge of finance for a large corporation 
had ascended to that position through the normal process of 
corporate selection. The company, acclaimed for its origi­
nal and farsighted policies, attributed much of its successful 
innovation to the thinking of this woman. However, the 
directors of the company had a difficult decision to make 
when the office of the presidency became vacant. While 
there was general agreement that she had contributed more 
than any other officer to the growth of the corporation, 
the directors decided to keep this woman in the position of 
vice president and promote another vice president to the 
position of president. 
4. Two employees of Company D were considered for the very 
routine job of branch manager when the position recently 
became vacant. One applicant was male and the other was 
female. The two employees were about equally qualified. 
The man was given the position. 
5. The personnel director of Company E was asked to decide 
which of two persons should attend a management training 
conference. One employee being considered was a 50 year 
old man who had remained in essentially the same position 
in the company for 15 years. The other employee was a 
32 year old woman who had Indicated on several occasions 
that she would like to be promoted into a more responsible 
position in the company now that she had worked for the firm 
for almost three years. After considering both candidates, 
the personnel director recommended that the man should be 
sent to the conference. 
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6. A woman who was a supervisor on the factory assembly line for 
Company F had problems working with a man who was a worker on 
the assembly line. After trying for several months to 
establish a better working relationship with this employee, 
the woman made a request to the personnel department to 
terminate the man's employment with the company. The 
request was granted and the man was fired. 
7. The woman who had been the private secretary for the regional 
sales manager of Company G worked in this position for five 
years. While the sales manager felt that the woman was a 
very competent secretary, he simply didn't like to work 
with her on a day-to-day basis. As a result, the sales 
manager made a request to the personnel department to 
terminate the woman's enq>loyment with Company G. The 
request was denied and the personnel director told the 
sales manager to try to establish a better working relation­
ship with this employee. 
8. A female accountant working for a large insurance company 
recently requested a six-month leave of absence to care for 
one of her children who was going to have major surgery. 
The accountant claimed that it was impossible for her husband 
to take a leave of absence from his work to assume this 
responsibility and that it was not in the best interest 
of the child to have someone other than a parent remain at 
home during the child's recovery. The personnel director 
for the company denied the request and encouraged the woman 
to resign from her job even though there would be no 
guarantee that she would be rehired after the six months. 
9. A male employee of Company H did not like working for the 
woman who was his immediate supervisor. As a result, the 
man asked the personnel director to transfer him to another 
department. The personnel director denied the request and 
suggested that the man try again to establish a better 
working relationship with his supervisor. 
10. A man and a woman were administrative assistants to the 
vice president of marketing in Company I. The two employees 
were very equally qualified, worked well together, and often 
exchanged work assignments with each other. However, since 
the man had a wife and two children to support and the 
woman was single, the man received a higher salary than 
his female colleague. 
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11. A particular saleswoman for Company J had an outstanding 
sales record and had established excellent working relation­
ships with her fellow employees. She was single, a college 
graduate, and very willing to assume a management position. 
As a result, the regional sales manager for Company J recom­
mended that she be promoted to district sales manager. 
12. One woman and one man were being considered for the extensive 
management training program offered by Company K. Both 
applicants were recent college graduates in business admini­
stration and were otherwise about equally qualified. The 
training program could accommodate both the man and the 
woman. However, the personnel director recommended that 
the woman be selected for the program but not the man since 
the man's wife worked for a company known to frequently 
transfer its employees to other parts of the country. 
13. Four men and one woman were recently hired by Company L to 
participate in the con^ any's management training program. 
On the first day of work the woman was asked whether she 
would rather have the position of the company president's 
executive secretary which just opened up the day before. 
The position was not, however, mentioned to any of the new 
male employees. 
14. Four men who recently graduated for college in business 
administration were hired by a large manufacturing coaçany 
as management trainees. Two of the men were single and two 
were married. However, the four men all received the same 
beginning salary. 
15. A woman who recently graduated from college in business 
administration interviewed for a position as a management 
trainee in a large insurance coiiq)any. However, the personnel 
director of the company told the woman that he would not 
consider hiring any woman for the company's management 
training program. 
238 
Page 13. (B) 
SECTION III 
INSTRUCTIONS : Listed below are several hypothetical situations Involving 
personnel decisions. Beside each situation please 
indicate 1_ If you APPROVE of the action taken and 2 If 
you DISAPPROVE. 
1. One woman and one man recently applied for the position of 
Marketing Research Director of Company B. The woman was 
slightly more qualified than the man, but the man was 
given the position. 
2. One woman and one man recently applied for the very complex 
and important job of comptroller for Company C. The two 
applicants were about equally qualified. The man was given 
the position. 
3. A vice president in charge of finance for a large corporation 
had ascended to that position through the normal process of 
corporate selection. The con^ any, acclaimed for its original 
and farsighted policies, attributed much of its successful 
innovation to the thinking of this man. However, the direc­
tors of the company had a difficult decision to make when 
the office of the presidency became vacant. While there 
was general agreement that he had contributed more than 
any other officer to the growth of the corporation, the 
directors decided to keep this man in the position of vice 
president and promote another vice president to the position 
of president. 
4. Two employees of Company D were considered for the very 
routine job of branch manager when the position recently 
became vacant. One applicant was male and the other female. 
The two employees were about equally qualified. The woman 
was given the position. 
5. The personnel director of Company E was asked to decide 
which of two persons should attend a management training 
conference. One employee being considered was a 50 year old 
man who had remained in essentially the same position in 
the company for 15 years. The other employee was a 32 year 
old woman who had indicated on several occasions that she 
would like to be promoted into a more responsible position 
in the company now that she had worked for the firm for 
almost three years. After considering both condidates, the 
personnel director recommended that the woman should be 
sent to the conference. 
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6. A woman who was a supervisor on the factory assembly line 
for Company F had problems working with a man who was a 
worker on the assembly line. After trying for several months 
to establish a better working relationship with this employee, 
the woman made a request to the personnel department to 
terminate the man's employment with the company. The request 
was denied and the personnel director told the supervisor 
to try again to establish a better working relationship with 
this employee. 
7. The woman who had been the private secretary for the regional 
sales manager of Company G worked in this position for five 
years. While the sales manager felt the woman was a very 
competent secretary, he simply didn't like to work with her 
on a day-to-day basis. As a result, the sales manager 
made a request to the personnel department to terminate the 
woman's employment with Company G. The request was granted 
and the woman was fired. 
8. A male accountant working for a large insurance company 
recently requested a six-month leave of absence to care for 
one of his children who was going to have major surgery. 
The accountant claimed that it was impossible for his wife 
to take a leave of absence from her work to assume this 
responsibility and that It was not In the best Interest 
of the child to have someone other than a parent remain at 
home during the child's recovery. The personnel director 
for the company denied the request and encouraged the man 
to resign from his job even though there would be no guarantee 
that he would be rehired after the six months. 
9. A male employee of Company H did not like working for the 
man who was his immediate supervisor. As a result, the man 
asked the personnel director to transfer him to another 
department. The personnel director denied the request and 
suggested that the man try again to establish a better 
working relationship with his supervisor. 
10. A man and a woman were administrative assistants to the 
vice president of marketing in Company I. The two employees 
were very equally qualified, worked well together, and often 
exchanged work assignments with each other. As a result, 
. the two received the same salaries even though the man 
had a wife and two children to support and the woman was 
single. 
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11. A particular saleswoman for Company J had an outstanding 
sales record and had established excellent working relation­
ships with her fellow employees. She was married, a college 
graduate, and very willing to assume a management position. 
As a result, the regional sales manager for Company J recom­
mended that she be promoted to district sales manager. 
12. One woman and one man were being considered for the extensive 
management training program offered by Company K. Both 
applicants were recent college graduates in business admini­
stration and were otherwise about equally qualified. The 
training program could accommodate both the man and the 
woman. However, the personnel director recommended that 
the man be selected for the program but not the woman since 
the woman's husband worked for a company known to frequently 
transfer its employees to other parts of the country. 
13. Four men and one woman were recently hired by Company L to 
participate in the company's management training program. 
On the first day of work the woman was asked whether she 
would rather have the position of the company president's 
executive secretary which just opened up the day before. 
The position was not, however, mentioned to any of the new 
male employees. 
14. Four men who recently graduated from college in business 
administration were hired by a large manufacturing company 
as management trainees. Two of the men were single and two 
were married. However, the four men all received the same 
beginning salary. 
15. A woman who recently graduated from college in business 
administration interviewed for a position as a management 
trainee in a large insurance company. However, the personnel 
director of the company told the woman that he would not 
consider hiring any woman for the company's management 
training program. 
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INSTRUCTIONS: 
SECTION IV 
Listed below are several factors that have been found 
to be associated with job satisfaction. Consider these 
factors and decide how Important each factor would be 
in determining whether you would be satisfied with a 
particular job. Indicate how important each factor 
would be using the following scale and recording the 
number code of your response in the blank provided to 
the left of each factor. 
SCALE: 
Not at all Important to a Important to Important to a Important to 
Important very little some extent considerable a very great 
extent extent extent 
1. The work you do is enjoyable and interesting. 
2. You are paid a high salary. 
3. Your financial reward is in proportion to your performance 
on the job. 
4. You are able to establish good personal relationships with 
the people you work with. 
5. The job offers you a great amount of employment security. 
6. You are, for the most part, your own boss. 
7. The job is suited to your interests and abilities. 
8. The job is suited to your training. 
9. The work you do is worthwhile, useful, and constructive. 
10. You have ample time off from the job to pursue your personal 
Interests and hobbies. 
11. You have ample time off from the job to assume family 
responsibilities. 
12. You have ample time off from the job to participate in 
community activities. 
13. The job allows you to grow and mature professionally. 
14. You work In a pleasant physical environment. 
15. You do no menial work. 
16. You do a wide variety of different types of work. 
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Your boss Is fair and honest with you. 
Your workload is reasonable and not excessive. 
The job requires you to travel extensively. 
The job allows you to meet a wide variety of different 
kinds of people. 
SECTION V 
INSTRUCTIONS : Most of the remaining questions are stated in multiple-
choice form. For these questions simply circle the 
number at the left of the alternative answer you select. 
Unless you are asked to do otherwise, circle only one 
number for each question. A very few questions are of 
the "open-end" type. In these few cases, simply write 
your answer in the space provided. 
1. In your opinion, job opportunities for a person receiving a 
bachelor's degree In business administration are best described 
as: 
1. poor 
2. fair 
3. good 
4. excellent 
0. No opinion 
2. In general, how do you think the job opportunities for men and 
women with bachelor's degrees in business administration now 
compare? 
1. Men have more opportunities to find employment than women. 
2. Men and women have about equal opportunities to find employment. 
3. Women have more opportunities to find employment than men. 
0. No opinion 
3. How well do you think you will be prepared for the first job you 
will have after graduating or otherwise leaving college? 
1. Hardly at all, I will need a great deal of additional training. 
2. Quite well, but I will need some additional training. 
3. Very well, I will need very little additional training. 
0. No opinion 
Page 17. 
17. 
18. 
19. 
20. 
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4. In which of the following areas do you most want to find enq)loyment 
Immediately or shortly after graduating or otherwise leaving 
college? (If you have found a job, simply circle the area In 
which this job should be classified) 
1. Armed forces 
2. Graduate school 
3. Private Industry for salary or commission 
4. Government agency other than the armed forces 
5. Self-employed 
6. Other (please specify) 
5. In what type of position do you want to work for your first 
employer after you complete your bachelor's degree or complete 
the training program offered by your employer? 
1. professional 
2. nonmanagement 
3. lower middle management 
4. upper middle management 
5. top level management 
0. Don't know 
6. What beginning annual salary or commission do you want to receive 
from your first employer after you complete your bachelor's 
degree or otherwise leave college? 
1. under $8,000 
2. $8,000 - $8,999 
3. $9,000 - $9,999 
4. $10,000 - $10,999 
5. $11,000 - $11,999 
6. $12,000 - $12,999 
7. $13,000 - $13,999 
8. $14,000 - $14,999 
9. $15,000 or over 
7. How long do you expect to work for your first employer after 
you complete your bachelor's degree or otherwise leave college? 
1. Less than two years 
2. Two to three years 
3. Four to six years 
4. Seven to ten years 
5. More than ten years 
0. Don't know 
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8. What Is the highest position you would like to attain In working 
for business or government? 
1. Professional 
2. Nonmanagement 
3. Lower middle management 
4. Upper middle management 
5. Top level management 
0. Don't know 
9. What Is the highest annual personal Income that you expect to 
earn In your lifetime (In today's dollars)? 
1. under $10,000 
2. $10,000 - $19,999 
3. $20,000 - $29,999 
4. $30,000 - $39,999 
5. $40,000 - $49,999 
6. $50,000 - $59,999 
7. $60,000 - $74,999 
8. $75,000 - $99,999 
9. $100,000 or over 
0. Don't know 
10. Do you expect to work outside your home on a full time or part-
time basis for most of your adult life? 
1. No 
2. Yes 
3. Don't know 
11. At what age do you expect to retire from the labor force as a full 
time or part-time worker? 
1. About age 30 
2. About age 40 
3. About age 50 
4. About age 60 
5. About age 65 
6. About age 70 
7. I don't expect to ever retire. 
0. Don't know 
12. Between now and the time you retire, how many firms or government 
agencies do you expect to work for? 
1. One or two 
2. Three or four 
3. Five or six 
4. Seven or eight 
5. Nine or more 
0. Don't know 
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13. For what reason or reasons do you expect to work In the paid 
labor force during your lifetime? (Circle all reasons that are 
applicable to you.) 
1. To financially support myself. 
2. To financially support my spouse. 
3. To financially support my children. 
4. To supplement my spouse's income. 
5. To develop my own interests and abilities. 
6. To be a productive member of society. 
0. Don't know 
14. Ten years from now what do you expect your marital status will be? 
1. Married 
2. Divorced or separated 
3. Single and never married 
0. Don't know 
15. Ten years from now do you expect to have any children? 
1. No 
2. Yes 
0. Don't know 
16. For the most part, do you expect to be fully responsible for your 
own financial support, regardless of whether you are married or 
single? 
1. No 
2. Yes 
0. Don't know 
17. If you are married now or in the future, do you expect to be fully 
responsible for the financial support of your spouse throughout 
most of your married life? 
1. No 
2. Yes 
0. Don't know 
18. At any time in the future do you expect to work only on a part-time 
basis or not work at all outside the home in order to assume any 
child-care responsibilities? 
1. No 
2. Yes 
0. Don't know 
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19. What is the highest college degree that you would like to attain? 
1. No degree 
2. Bachelor of Science or Bachelor of Arts (6.S. or B.Â.) 
3. Master of Business Administration (M.B.A.) 
4. Master of Science or Master of Arts (M.S. or M.A.) 
5. Juris Doctorate (law degree) 
6. Doctor of Business Administration (D.B.A.) 
7. Doctor of Philosophy (Ph.D.) 
0. Don't know 
SECTION VI 
1. What is your age? 
2. What is your sex? 
1. Male 
2. Female 
3. What is your marital status? 
1. Married 
2. Divorced or separated 
3. Single and never married 
4. What is your classification at Iowa State? 
1. Junior 
2. Senior 
3. Other (please specify) 
5. What is your option or area of concentration in Industrial 
Administration? (Note: If you have declared more than one 
option area, circle and write the names of these option in 
the space provided. If you are still unsure what your option 
will be, circle £6 and write "undeclared" in the space.) 
1. Accounting 
2. Finance 
3. Marketing 
4. Transportation or Physical Distribution 
5. Management or General Business 
6. Other (please specify) 
6. What is your present cumulative grade point average? 
7. When do you expect to graduate from Iowa State or another college? 
Please state quarter and year. 
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8. Have you officially accepted a full-time job in private industry 
or government for a salary or commission to begin or continue 
after graduation? 
1. No 
2. Yes 
9. Approximately what percentage of your college expenses have you 
earned by working, acquiring personal loans, and/or receiving 
scholarship or "GI bill" funds? 
1. None 
2. 1% - 15% 
3. 16% - 30% 
4. 31% - 45% 
5. 46% - 60% 
6. 61% - 75% 
7. 76% - 90% 
8. 91% - 100% 
0. Don't know 
10. Which of the following statements best describes your participation 
in campus organizations and other organized extracurricular 
activities in college? 
1. I have not participated in any. 
2. I have participated in a few activities and events but I 
would classify my participation as quite minimal. 
3. I have participated in several activities and events but I 
have never assumed a position of leadership in any of them. 
4. I have participated in several activities and events and I 
have assumed a position of leadership in some or all of them. 
5. I have participated in many activities and events and assumed 
a position of leadership in several of them. 
6. I have participated in many activities and events and I have 
assumed a position of leadership in nearly all of them. 
The End! Thank you very much! 
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PROCEDURES FOR FOLLOW-UP TELEPHONE CALLS 
General Procedures 
1. Beginning on Thursday, May 13, 1976 check the "List of I.Ad. 
Seniors" in the Industrial Administration office, 300 Carver Hall, and 
determine what students on your list have not put a checkmark beside 
their name to indicate that they have returned their questionnaire. 
2. Call each of these students on the telephone and remind them 
to fill out and return the questionnaire. 
3. Repeat this process until all of the students on your list have 
returned their questionnaire or you believe no more students on your 
list will return a questionnaire. 
4. Call Barbara Magill or stop by her office and tell her when 
you have finished the follow-up procedure. 
Procedure for the First Telephone Call 
1. Tell the student your name and that you are a member of the 
Student Advisory Council. 
2. Tell the student that you are calling in regard to the survey 
of seniors being conducted in the I.Ad. department. 
3. Ask the student, "Did you receive a questionnaire?" 
4. If the student did not receive a questionnaire or has lost or 
misplaced it, make arrangements to get a questionnaire to the student. 
5. If the student received a questionnaire, ask them, "Have you 
returned your questionnaire to the I.Ad. office?" If the student says 
they have returned it, thank the student for participating in the 
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survey and put a checkmark beside this student's name when you recheck 
the list in the I.Ad. office. 
6. If the student has not returned the questionnaire, encourage 
the student to fill out and return the questionnaire as soon as possible. 
7. If it is inconvenient for the student to return the question­
naire, please offer to pick up the questionnaire and deliver it to the 
I.Ad. office for the student. 
8. If the student Just siiiq>ly doesn't want to fill out the 
questionnaire, notify Barbara Magill and make no further calls to this 
person. 
Special Case; Students Who Received Questionnaires through the Mail 
1. Questionnaires were mailed to students who were not in I.Ad. 
classes when questionnaires were distributed by instructors. Each 
student receiving a questionnaire by mail is marked on your list with 
the date the questionnaire was mailed from the I.Ad. office. Wait at 
least four days from this date before making your first follow-up 
call to this type of student. 
2. After you contact the student by telephone, ask if the student 
received a questionnaire. If not, determine what is the student's 
correct address and have Barbara Magill send another questionnaire 
to this address. 
3. Ask the student if he or she has returned the questionnaire. 
If so, thank the student and put a checkmark beside the student's 
name in the list in the I.Ad. office. If not, encourage the student to 
fill out the questionnaire and return it. 
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CODE SHEET 
Survey of Seniors, 1976 
257 respondents (72 female, 185 male) 
3 cards for each respondent 
Card _1 
Col. 1 Sex of respondent; 1 = Male 
2 = Female 
Col. 2,3,4 Respondent number (range = 001-257) 
Col. 5 Card number 1 
Col. 6-10 Blank 
Col. 11-70 Questions 1-60, Section I, pre-coded on questionnaire, 
0 - no response 
Card 2 
Col. 1 Sex of respondent; 1 = Male 
2 = Female 
Col. 2,3,4 Respondent number (range = 001-257) 
Col. 5 Card number 2 
Col. 6-10 Blank 
Col. 11-70 Questions 1-60, Section II, pre-coded on questionnaire, 
0 = no response 
Card 3 
Col. 1 Sex of respondent: 1 = Male 
2 = Female 
Col. 2,3,4 Respondent number (range = 001-257) 
Col. 5 Card number 2 
Col. 6 Form for Section III: 1 = Form A 
2 = Form B 
Col. 7-21 Questions 1-15, Section III, 0 = no response 
1 = approve 
2 = disapprove 
Col. 22-41 Questions 1-20, Section IV, 0 = no response, remainder 
of code is on the questionnaire 
Col. 42-53 Questions 1-12, Section V, pre-coded on questionnaire 
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Card 3 (continued) 
Col. 54-60 Question 13, Section V. with a column for each reason 
given. The number of the response was used to Indicate 
If a respondent circled the reason for working; a 0 
Indicates that the respondent did not circle the reason. 
If "don't know", pre-coded 0, was circled, the response 
was coded 9. 
Col. 61-66 Questions 14-19, Section V, pre-coded on the questionnaire 
Col. 67-68 Question 1, Section VI, age of respondent 
Col. 69-72 Questions 2-5, Section VI, alternatives 1-5 pre-coded 
on the questionnaire, 6 = combination, 7 = undeclared 
Col. 73-74 Question 6, Section VI, cumulative grade point average, 
00 = no information 
Col. 75 Question 7, Section VI, expected quarter of graduation: 
0 = Don't know or no Information 
1 = Spring 1976 
2 « Sumter 1976 
3 = Fall 1976 
4 = Winter 1977 
5 = Spring 1977 
6 = Summer 1977 
7 = Fall 1977 
8 = Spring 1978 
9 = Already a graduate 
Col. 76-78 Questions 8-10, Section VI, pre-coded on questionnaire, 
0 = no information 
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Table El 
A Comparison of the Responses of Male and Female 
Students to Personnel Decisions in Hypothetical Situations 
Men Women Total 
Response N % N % N % 
Case 1. Form A. One woman and one man were applicants for the 
position of Marketing Research Director. The man was 
slightly more qualified than the woman, but the woman was 
given the position. 
Approve 2 1.9 0 0.0 2 1.6 
Disapprove 101 98.1 26 100.0 127 98.4 
Totals 103 100.0 26 100.0 129 100.0 
No response 1 3 4 
Case 1. Form B. One woman and one man were applicants for the 
position of Marketing Research Director. The woman was 
slightly more qualified than the man, but the man was 
given the position. 
Approve 7 8.7 0 0.0 7 5.7 
Disapprove 73 91.3 43 100.0 m 94.3 
Totals 80 100.0 43 100.0 123 100.0 
No response 1 0 1 
Case 2. Form A. One woman and one man were applicants for the job of 
comptroller. The job was described as very complex and 
important. The applicants were about equally qualified. 
The woman was given the position. 
Approve 81 79.4 25 89.3 106 81.5 
Disapprove 21 20.6 3 10.7 24 18.5 
Totals 102 100.0 28 100.0 130 100.0 
No response 2 13
2 
= 0.84. Not significant. 
Note. The data in this table summarize the information collected 
through Section III of the survey questionnaire. When no chi-square 
analysis is reported, more than 20 percent of the expected frequencies 
were less than five. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 2. Form B. One woman and one man were applicants for the job of 
comptroller. The job was described as very complex and 
lng)ortant. The applicants were about equally qualified. 
The man was given the position. 
Approve 77 97.5 29 69.0 106 87.6 
Disapprove _2 2.5 13 31.0 15 12.4 
Totals 79 100.0 42 100.0 121 100.0 
No response 2 1 3 
= 17.84. 2^  .0005. 
Case 3. Form A. A competent woman vice president was not promoted to 
company president by the directors of the firm. 
Approve 18 17.5 3 10.7 21 16.0 
Disapprove _85 82.5 25 89.3 110 84.0 
Totals 103 100.0 28 100.0 131 100.0 
No response 12
2 
x^  = 0.33. Not significant. 
Case 3. Form B. A competent man vice president was not promoted to 
company president by the directors of the firm. 
Approve 21 26.9 13 30.2 34 28.1 
Disapprove  ^73.1 30 69.8 87 71.9 
Totals 78 100.0 43 100.0 121 100.0 
No response 3 0 3 
2 
x^  = 0.03. Not significant. 
Case 4. Form A. One woman and one man were applicants for the job of 
branch manager. The job was described as very routine. The 
applicants were about equally qualified. The man was given 
the position. 
Approve 96 93.2 25 89.3 121 92.4 
Disapprove 7 6.8 3 10.7 10 7.6 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 2 
2 
x^  = 0.08. Not significant. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 4. Form B. One woman and one man were applicants for the job of 
branch manager. The job was described as very routine. The 
applicants were about equally qualified. The woman was given 
the position. 
Approve 68 88.3 39 92.9 107 89.9 
Disapprove __9 11.7 3 7.1 12 10.1 
Totals 77 100.0 42 100.0 119 100.0 
No response 4 15
2 
= 0.22. Not significant. 
Case 5. Form A. One male and one female employee were considered to 
attend a management training conference. The personnel 
director recommended that the 50 year old, unpromotable man 
attend the conference. 
Approve 18 17.5 4 14.8 22 16.9 
Disapprove _85 82.5 23 85.2 108 83.1 
Totals 103 100.0 27 100.0 130 100.0 
No response 2 3 
2 
Xj^  = 0.00. Not significant. 
Case 5. Form B. One male and one female employee were considered to 
attend a management training conference. The personnel 
director recommended that the 32 year old, promotable woman 
attend the conference. 
Approve 73 91.3 38 88.4 111 90.2 
Disapprove _7 8.7 5 11.6 12 9.8 
Totals 80 100.0 43 100.0 123 100.0 
No response 1 1 
2 
x^  = 0.04. Not significant. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 6. Form A. A female supervisor on the factor assembly line had 
problems with a male worker. The female supervisor requested 
that the man's employment with the company be terminated. 
The request was granted and the man was fired. 
Approve 49 47.6 13 46.4 62 47.3 
Disapprove 54 52.4 15 53.6 69 52.7 
Totals 103 100.0 28 100.0 131 100.0 
No response 12
2 
= 0.00. Not significant. 
Case 6. Form B. A female supervisor on the factor assembly line had 
problems with a male worker. The female supervisor requested 
that the man's eiiq>loyment with the company be terminated. 
The request was denied and the personnel director told the 
supervisor to try again to establish a better working 
relationship with this employee. 
Approve 52 65.8 28 65.1 80 65.6 
Disapprove ZL 34*2 15 34.9 42 34.4 
Totals 79 100.0 43 100.0 122 100.0 
No response 2 0 2 
2 
= 0.00. Not signficant. 
Case 7. Form A. A male regaional sales manager requested that the 
employment of his secretary with the company be terminated. 
The request was denied and the personnel director told the 
sales manager to try to establish a better working 
relationship with this employee. 
Approve 75 72.8 21 75.0 96 73.3 
Disapprove 28 27.2 7 25.0 35 26.7 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 2 
2 
= 0.00. Not significant. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 7. Form 6. A male regional sales manager requested that the 
employment of his secretary with the company be terminated. 
The request was granted and the woman was fired. 
Approve 17 21.5 4 9.3 21 17.2 
Disapprove  ^78.5 39 90.7 101 82.8 
Totals 79 100.0 43 100.0 122 100.0 
No response 2 0 2 
2 
= 2.12. Not significant. 
Case 8. Form A. A female accountant requested a six-month leave of 
absence to assume child care responsibilities. The personnel 
director denied the request and encouraged the accountant to 
resign from the company. 
Approve 33 32.4 6 21.4 39 30.0 
Disapprove 69 67.6 22 78.6 91 70.0 
Totals 102 100.0 28 100.0 130 100.0 
No response 2 1 3 
2 
= 0.78. Not significant. 
Case 8. Form B. A male accountant requested a six-month leave of 
absence to assume child care responsibilities. The personnel 
director denied the request and encouraged the accountant to 
resign from the company. 
Approve 20 25.0 7 16.3 27 21.9 
Disapprove 60_ 75.0 36 83.7 96 78.1 
Totals 80 100.0 43 100.0 123 100.0 
No response 1 1 
2 
x^  = 0.79. Not significant. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 9. Form A. A male employee requested that he be transferred to 
another department because he did not like working for the 
woman who was his supervisor. The request was denied. 
Approve 58 56.3 15 53.6 73 55.7 
Disapprove 45 43.7 13 46.4 58 44.3 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 2 
2 
= 0.00. Not significant. 
Case 9. Form B. A male employee requested that he be transferred to 
another department because he did not like working for the 
man who was his supervisor. The request was denied. 
Approve 44 55.0 23 53.5 67 54.5 
Disapprove 3^  45.0 20 46.5 56 45.5 
Totals 80 100.0 43 100.0 123 100.0 
No response 1 1 
2 
= 0.00. Not significant. 
Case 10. Form A. A man and a woman were administrative assistants. 
Since the man had a wife and two children to support and the 
woman was single, the man received a higher salary than his 
female colleague. 
Approve 16 15.5 1 3.6 17 13.0 
Disapprove 87 84.5 27 96.4 114 87.0 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 1 2 
2 
*1 
= 1.83. Not significant. 
Case 10. Form B. A man and a woman were administrative assistants. 
They received the same salaries even though the man had a 
wife and two children to support and the woman was single. 
Approve 76 95.0 42 97.7 118 95.9 
Disapprove _4 5.0 1 2.3 5 4.1 
Totals 80 100.0 43 100.0 123 100.0 
No response 1 1 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 11. Form A. A single saleswoman was recommended for promotion 
to district sales manager. 
Approve 99 96.1 27 96.4 126 96.2 
Disapprove 4 3.9 1 3.6 5 3.8 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 1 2 
Case 11. Form B. A married saleswoman was recommended for promotion 
to district sales manager. 
Approve 79 97.5 41 95.3 120 96.8 
Disapprove 2 2.5 2 4.7 4 3.2 
Totals 81 100.0 43 100.0 124 100.0 
No response 0 0 0 
Case 12. Form A. One woman and one man were considered for an 
extensive management training program. The man was rejected 
because his wife worked for a company known to frequently 
transfer its employees to other parts of the country. 
Approve 30 29.1 7 25.0 37 28.2 
Disapprove 73 70.9 21 75.0 94 71.8 
Totals 103 100.0 28 100.0 131 100.0 
No response 1 2 
2 
= 0.31. Not significant. 
Case 12. Form 6. One woman and one man were considered for an 
extensive management training program. The woman was 
rejected since her husband worked for a company known to 
frequently transfer its employees to other parts of the 
country. 
Approve 57 72.2 11 26.2 68 56.2 
Disapprove n 27.8 n 73.8 53 43.8 
Totals 79 100.0 42 100.0 121 100.0 
No response 2 1 3 
xj = 21.69. £<.0005. 
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Table El (Continued) 
Men Women Total 
Response N % N % N % 
Case 13.^  A female management trainee was asked If she would rather 
have the position of the company president's executive 
secretary; the position was not, however, mentioned to the 
woman's four male colleagues in the management training 
program. 
Approve 71 38.8 6 8.5 77 30.3 
Disapprove 112 61.2 65 91.5 177 69.7 
Totals 183 100.0 71 100.0 254 100.0 
No response 2 1 3 
= 20.83. 2 < .0005. 
Case 14.* Two married men and two single men were hired as 
management trainees. All four men received the same 
beginning salary. 
Approve 181 98.4 69 97.2 250 98.0 
Disapprove 3 1.6 2 2.8 5 2.0 
Totals 184 100.0 71 100.0 255 100.0 
No response 1 1 2 
Case 15.* The personnel director of an insurance company told a 
female business graduate that he would not consider hiring 
any woman for the company's management training program. 
Approve 14 7.7 1^  1.4 15 5.9 
Disapprove 169 92.3 70 98.6 239 94.1 
Totals 183 100.0 71 100.0 254 100.0 
No response 2 1 3 
x^  = 2.56. Not significant. 
O^nly one form of this case was used in the survey questionnaire. 
This cell has an expected value of 4.2; therefore, the results of 
the chl-square analysis should be interpreted with caution. 
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Table E2 
Expected Importance of Factors Associated with Job Satisfaction 
Classified by Sex of Respondent 
Men Women Total 
Importance N % N % N % 
1. The Work You Do Is Enjoyable and Interesting 
Of some Importance 3 1.6 1 1.4 4 1.6 
Of considerable importance 55 29.7 8 11.3 63 24.6 
Of great Importance 127 68.7 62 87.3 189 73.8 
Totals 185 100.0 71 100.0 256 100.0 
2 
*1 
= 8.32.* £ <  .005. 
Note. The data In this table summarize the Information collected 
through Section IV of the survey questionnaire. In this section the 
respondent was asked to consider 20 statements representing factors that 
have been found to be associated with job satisfaction. The respondent 
was then asked to Indicate how Important each factor would be In 
determining whether the respondent would be satisfied with a particular 
job. Five alternatives were listed: 1 = not at all Important, 
2 = Important to a very little extent, 3 = Important to some extent, 
4 = Important to a considerable extent, 5 = Important to a very great 
extent. In applying chl-square analysis to the data for each of the 
20 statements, categories were combined when necessary so that no more 
than 20 percent of the expected values were less than five. 
Note. One female In the sample did not respond to any of the 
statements In this section of the questionnaire. 
h^e categories of some and considerable Importance were combined 
for chl-square analysis. 
264 
Table E2 (Continued) 
Men Women Total 
Importance N % N % N % 
2. You Are Paid a High Salary 
Of little Importance 6 3.2 2 2.8 8 3.1 
Of some Importance 80 43.3 30 42.3 110 43.0 
Of considerable importance 89 48.1 36 50.7 125 48.8 
Of great importance 10 5.4 3 4.2 13 5.1 
Totals 185 100.0 71 100.0 256 100.0 
2 
*2 
= 0.05.^  Not significant. 
3. Your Financial Reward Is in Proportion 
to Your Performance on the Job 
Of little Importance 3 1.6 1 1.4 4 1.6 
Of some iDçortance 38 20.5 10 14.1 48 18.7 
Of considerable Importance 86 46.5 40 56.3 126 49.2 
Of great Importance 58 31.4 20 28.2 78 30.5 
Totals 185 100.0 71 100.0 256 100.0 
*2 = 2.26.^  Not significant. 
4. You Are Able to Establish Good Personal Relationships 
with the People You Work With 
Of little importance 3 1.6 1 1.4 4 1.6 
Of some Importance 17 9.2 4 5.6 21 8.2 
Of considerable importance 94 50.8 33 46.5 127 49.6 
Of great inçortance 71 38.4 33 46.5 104 40.6 
Totals 185 100.0 71 100.0 256 100.0 
*2 = 1.76.^  Not significant. 
The categories of considerable and great importance were combined 
for chl-square analysis. 
T^he categories of little and some importance were combined for 
chl-square analysis. 
265 
Table E2 (Continued) 
Men Women Total 
Importance N % N % N % 
5. The Job Offers You a Great Amount 
of Employment Security 
Of little importance 8 4.3 2 2.8 10 3. 9 
Of some importance 44 23.8 23 32.4 67 26. 2 
Of considerable Importance 92 49.7 35 49.3 127 49. 6 
Of great importance 41 22.2 11 15.5 52 20. 3 
Totals 185 100.0 71 100.0 256 100. 0 
2 
*3 
= 2.87. Not significant. 
6. You Are, for the Most Part, Your Own Boss 
Not at all important 3 1.6 2 2.8 5 2.0 
Of little importance 19 10.3 11 15.5 30 11.7 
Of some importance 78 42.2 37 52.1 115 44.9 
Of considerable importance 70 37.8 14 19.7 84 32.8 
Of great inqjortance 15 8.1 7 9.9 22 8.6 
Totals 185 100.0 71 100.0 256 100.0 
< = 8.02. Not significant. 
7. The Job Is Suited to Your Interests and Abilities 
Of little importance 1 0.5 1 0.4 
Of some importance 9 4.9 3 4.2 12 4.7 
Of considerable Importance 85 45.9 25 35.2 110 43.0 
Of great Importance 90 48.7 43 60.6 133 51.9 
Totals 185 100.0 71 100.0 256 100.0 
2 
*2 
= 2.91.C Not significant. 
8. The Job Is Suited to Your Training 
Of little importance 17 9.2 2 2.8 19 7.4 
Of some importance 50 27.0 29 40.9 79 30.9 
Of considerable Importance 84 45.4 25 35.2 109 42.6 
Of great importance 34 18.4 15 21.1 49 19.1 
Totals 185 100.0 71 100.0 256 100.0 
2 
*3 
= 7.47. Not significant. 
266 
Table E2 (Continued) 
Men Women Total 
Importance N % N % N % 
9. The Work You Do Is Worthwhile, Useful, and Constructive 
Of some Importance 31 16. 8 6 8.4 37 14.4 
Of considerable Importance 84 45. 4 35 49.3 119 46.5 
Of great Importance 70 37. 8 30 42.3 100 39.1 
Totals 185 100. 0 71 100.0 256 100.0 
2 
Xg = 2.92. Not significant. 
10. You Have Ample Time Off from the Job to Pursue 
Your Personal Interests and Hobbles 
Not at all Important 2 2.8 2 0.8 
Of little Importance 7 3.8 1 1.4 8 3.1 
Of some Importance 59 31.9 28 39.4 87 34.0 
Of considerable Inçortance 79 42.7 31 43.7 110 43.0 
Of great Importance 40 21.6 9 12.7 49 19.1 
Totals 185 100.0 71 100.0 256 100.0 
Xg = 3.06. Not significant. 
11. You Have Ample Time Off from the Job to Assume 
Family Responsibilities 
Not at all Important 1 0.5 2 2.8 3 1.2 
Of little Importance 5 2.7 6 8.4 11 4.3 
Of some Importance 35 18.9 16 22.5 51 19.9 
Of considerable ln^ ortance 70 37.8 29 40.9 99 38.7 
Of great Importance 74 40.1 18 25.4 92 35.9 
Totals 185 100.0 71 100.0 256 100.0 
= 9.75. 2< .05. 
T^he categories of not at all Important and of little Importance 
were combined for chl-square analysis. 
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Table E2 (Continued) 
Men . Women Total 
Importance N % N % N % 
12. You Have Ample Time Off from the Job to 
Participate in Community Activities 
Not at all Important 6 3.2 2 2.8 8 3.1 
Of little lnq>ortance 42 22.7 10 14.1 52 20.3 
Of some Importance 92 49.8 45 63.4 137 53.5 
Of considerable Importance 35 18.9 12 16.9 47 18.4 
Of great importance 10 5.4 2 2.8 12 4.7 
Totals 185 100.0 71 100.0 256 100.0 
2 
= 4.56. Not significant. 
13. The Job Allows You to Grow and Mature Professionally 
Not at all Isçortant 1 0.5 1 0.4 
Of little importance 1 0.5 1 1.4 2 0.8 
Of some importance 21 11.4 9 12.7 30 11.7 
Of considerable Importance 93 50.3 32 45.1 125 48.8 
Of great Importance 69 37.3 29 40.8 98 38.3 
Totals 185 100.0 71 100.0 256 100.0 
4 
= 0.57.® Not significant. 
14. You Work in a Pleasant ; Physical Environment 
Not at all Important 1 1.4 1 0.4 
Of little Importance 10 5.4 3 4.2 13 5.1 
Of some importance 48 26.0 14 19.7 62 24.2 
Of considerable lng)ortance 97 52.4 37 52.2 134 52.3 
Of great Importance 30 16.2 16 22.5 46 18.0 
Totals 185 100.0 71 100.0 256 100.0 
2 
*3 
= 1.90.^  Not significant. 
®The categories of not at all important, of little Inçortance, and 
of some Importance were combined for chl-square analysis. 
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Table E2 (Continued) 
Men Women Total 
Inçortance N % N % N % 
15. You Do No Menial Work 
Not at all important 16 8.6 5 7.0 21 8.2 
Of little importance 46 24.9 18 25.4 64 25.0 
Of some importance 75 40.5 34 47.9 109 42.6 
Of considerable inçortance 39 21.1 12 16.9 51 19.9 
Of great importance 9 4.9 2 2.8 11 4.3 
Totals 185 100.0 71 100.0 256 100.0 
4 = 1.81. Not significant. 
16. You Do a Wide Variety of Different Types of Work 
Not at all important 1 0.5 1 1.4 2 0.8 
Of little importance 23 12.4 10 14.1 33 12.9 
Of some importance 85 46.0 28 39.4 113 44.1 
Of considerable importance 57 30.8 26 36.6 83 32.4 
Of great importance 19 10.3 6 8.5 25 9.8 
Totals 185 100.0 71 100.0 256 100.0 
2 
*4 
= 1.66. Not significant. 
17. Your Boss Is Fair and Honest with You 
Not at all important 1 0.5 1 0.4 
Of little importance 
Of some importance 8 4.3 1 1.4 9 3.5 
Of considerable Importance 73 39.5 18 25.4 91 35.6 
Of great importance 103 55.7 52 73.2 155 60.5 
Totals 185 100.0 71 100.0 256 100.0 
2 
*2 
= 7.06.f £ <  .05. 
The categories of not at all important and of some Importance were 
combined for chi-square analysis. 
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Table E2 (Continued) 
Men Women Total 
Importance N % N % N % 
18. Your Workload Is Reasonable and Not Excessive 
Of little Importance 3 1.6 2 2.8 5 2.0 
Of some Importance 36 19.5 17 23.9 53 20.7 
Of considerable Importance 105 56.7 31 43.7 136 53.1 
Of great inqiortance 41 22.2 21 29.6 62 24.2 
Totals 185 100.0 71 100.0 256 100.0 
2 
*2 
» 3.53.c Not significant. 
19. The Job Requires You to Travel Extensively 
Not at all important 37 20.0 22 30.9 59 23.0 
Of little importance 45 24.3 12 16.9 57 22.3 
Of some importance 57 30.9 19 26.8 76 29.7 
Of considerable importance 28 15.1 11 15.5 39 15.2 
Of great inqiortance 18 9.7 7 9.9 25 9.8 
Totals 185 100.0 71 100.0 256 100.0 
< = 4.21. Not significant. 
20. The Job Allows You to Meet a Wide Variety 
of Different Kinds of People 
Not at all Important 5 2.7 5 2.0 
Of little inqportance 21 11.4 10 14.1 31 12.1 
Of some importance 81 43.8 36 50.7 117 45.7 
Of considerable importance 65 35.1 17 23.9 82 32.0 
Of great importance 13 7.0 8 11.3 21 8.2 
Totals 185 100.0 71 100.0 256 100.0 
2 
*3 
= 3.65/* Not significant. 
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Table E3 
Expectations Regarding Employment Opportunities 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
General Job Opportunities for Business Graduates 
Job opportunities for a person 
receiving a bachelor's degree 
In business administration are: 
Poor or fair 85 47.2 19 26.4 104 41.3 
Good 85 47.2 50 69.4 135 53.5 
Excellent 10 5.6 3 4.2 13 5.2 
Totals 180 100.0 72 100.0 252 100.0 
No opinion 5 0 5 
2 
=2 = 10.30. £ < .01. 
Comparative Job Opportunities for Men and Women 
Men have more opportunities 
to find employment 45 24.9 22 31.4 67 26.7 
Men and women have about 
equal opportunities 71 39.2 33 47.2 104 41.4 
Women have more opportunities 
to find employment 65 35.9 15 21.4 80 31.9 
Totals 181 100.0 70 100.0 251 100.0 
No opinion 4 2 6 
*2 
= 4.89. Not significant. 
Note. The data in this table summarize the information collected 
through items 1 and 2 in Section V of the questionnaire. 
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Table E4 
Expectations Regarding Adequacy of Preparation 
for First Job Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
How well prepared for the first 
job after college: 
Hardly at all 40 22.2 12 17.2 52 20.8 
Quite well 131 72.8 57 81.4 188 75.2 
Very well 9 5.0 1 1.4 10 4.0 
Totals 180 100.0 70 100.0 250 100.0 
No opinion 5 2 7 
2 
*2 
= 2.76. Not significant. 
Note. The data in this table summarize the information collected 
through item 3 in Section V of the questionnaire. 
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Table E5 
Aspirations Regarding First Job after College 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
Desired Area of Employment 
Graduate school 17 9.2 2 2.8 19 7.4 
Private industry for salary 
or commission 121 65.5 65 90.3 186 72.4 
Other^  40 21.5 3 4.1 43 16.7 
Don't know 7 3.8 2 2.8 9 3.5 
Totals 185 100.0 72 100.0 257 100.0 
2 
*3 
= 16.90. £ < .001. 
Desired Position 
Professional 43 23.2 20 27.8 63 24.5 
Nonmanagement 22 11.9 8 11.1 30 11.7 
Lower middle management 53 28.7 20 27.8 73 28.4 
Upper middle or top level 
management 47 25.4 11 15.2 58 22.6 
Don't know 20 10.8 13 18.1 33 12.8 
Totals 185 100.0 72 100.0 257 100.0 
4 = 4.93. Not significant. 
Note. The data in this table summarize the information collected 
through items 4, 5, and 6 in Section V of the questionnaire. 
h^e category includes the armed forces, government agencies other 
than the armed forces, self-employment, and other unlisted areas of 
work. 
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Table E5 (Continued) 
Men Women Total 
Response N % N % N % 
Desired Salary or Commission 
Under $10,000 9 4. 8 11 15. 2 20 7. 8 
$10,000-$10,999 68 36. 8 24 33. 3 92 35. 8 
$11,000-$11,999 30 16. 2 12 16. 7 42 16. ,3 
$12,000-$12,999 40 21. 6 14 19. 4 54 21. 0 
$13,000-$13,999 21 11. 4 4 5. 6 25 9, .7 
$14,000 or more 16 8. 7 5 7. 0 21 8. ,2 
Don't know 1 0. 5 2 2. 8 3 1. 2 
Totals 185 100. 0 72 100. 0 257 100. 0 
4 = 11. 95. Not significant. 
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Table E6 
Highest Occupational Aspirations and Expectations 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
Highest Desired Position 
Professional^  28 15.1 15 20.8 43 16.7 
Lower middle management 2 1.1 4 5.6 6 2.4 
Upper middle management 34 18.4 21 29.2 55 21.4 
Top level management 104 56.2 24 33.3 128 49.8 
Don't know 17 9.2 8 11.1 25 9.7 
Totals 185 100.0 72 100.0 257 100.0 
2 
= 13.89. £ <  .01. 
Highest Expected Annual Earned Income 
Under $20,000 8 4.3 13 18.1 21 8.2 
$20,000-$29,999 31 16.8 21 29.2 52 20.2 
$30,000-$39,999 29 15.7 16 22.2 45 17.5 
$40,000-$49,999 25 13.5 8 11.1 33 12.8 
$50,000-$59,999 20 10.8 5 6.9 25 9.7 
$60,000-$74,999 19 10.3 4 5.5 23 9.0 
$75,000 or more 57 20.0 4 5.6 41 16.0 
Don't know 16 8.6 1 1.4 17 6.6 
Totals 185 100.0 72 100.0 257 100.0 
4 
= 30.31. £ <  .0005. 
Note. The data In this table summarize the Information collected 
through Items 8 and 9 In Section V of the questionnaire. 
h^ls category Includes one female respondent In the "nonmanage-
ment" category. 
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Table E7 
Highest Educational Aspiration 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
Bachelor's degree 71 38.4 26 36.1 97 37.8 
Master of Business 
Admlnls tratIon 65 35.2 24 33.3 89 34.6 
Master of Science or 
Master of Arts 15 8.1 8 11.1 23 8.9 
Juris Doctorate 13 7.0 9 12.5 22 8.6 
Doctor of Business 
Administration or 
Doctor of Philosophy 8 4.3 2 2.8 10 3.9 
Don't know 13 7.0 3 4.2 16 6.2 
Totals 185 100.0 72 100.0 257 100.0 
4 - 3.36. Not significant. 
Note. The data In this table summarize the Information collected 
through Item 19 In Section V of the questionnaire. 
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Table E8 
Expectations Regarding the Length and Pattern of Employment 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
Expected Length of Employment 
with First Employer after College 
Less than 2 years 9 7.8 5 9.4 14 8.3 
2 to 3 years 38 33.0 32 60.4 70 41.7 
4 to 6 years 40 34.8 12 22.6 52 31.0 
7 or more years 28 24.4 4 7.6 32 19.0 
Totals 115 100.0 53 100.0 168 100.0 
Don't know 70 19 89 
4 
= 13.73. 2 < .005. 
General Worklife Expectancy 
Expect to work outside the 
home most of adult life 161 87.0 60 83.3 221 86.0 
Do not expect to work outside 
the home most of adult life 9 4.9 8 11.1 17 6.6 
Don't know 15 8.1 4 5.6 19 7.4 
Totals 185 100.0 72 100.0 257 100.0 
4 
= 3.50. Not significant. 
Expected Retirement Age 
Age 40 or younger 2 1.1 12 16.6 14 5.4 
Age 50 17 9.2 14 19.4 31 12.1 
Age 60 76 41.0 18 25.0 94 36.7 
Age 65 47 25.4 14 19.4 61 23.7 
Age 70 15 8.1 1 1.5 16 6.2 
Don't expect to retire 14 7.6 3 4.2 17 6.6 
Don't know 14 7.6 10 13.9 24 9.3 
Totals 185 100.0 72 100.0 257 100.0 
4 
= 39.21. £ < .0005. 
Note. The data In this table summarize the Information collected 
through Items 7, 10, 11, 12, and 18 jfn Section V of the questionnaire. 
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Table E8 (Continued) 
Men Women Total 
Response N % N % N % 
Expected Number of Employing Firms 
One or two 63 34.1 18 25.0 81 31. 5 
Three or four 70 37.8 35 48.6 105 40. 9 
Five or six 15 8.1 3 4.2 18 7. 0 
Seven or more 2 1.1 2 2.8 4 1. 6 
Don't know 35 18.9 14 19.4 49 19. 0 
Totals 185 100.0 72 100.0 257 100. 0 
xl - 4.92. Not significant. 
Expected Effect of Child Care Responsibilities on Working 
Do not expect to interrupt 
full time employment to 
assume child care 
responsibilities 147 79.5 19 26.4 166 64. 6 
Expect to interrupt full 
time employment to assume 
child care responsibilities 15 8.1 45 62.5 60 23. 3 
Don't know 23 12.4 8 11.1 31 12. 1 
Totals 185 100.0 72 100.0 257 100. 0 
Xg = 88.41. 2 < .0005. 
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Table E9 
Expectations Regarding Marital Status and the Presence 
of Children Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
Expected Marital Status 
Expected marital status 
10 years from now: 
Married 154 94.5 65 91.5 219 93.6 
Single, never married 9 5.5 6 8.5 15 6.4 
Totals 163 100.0 71 100.0 234 100.0 
Divorced 1 1 2 
Don't know 21 0 21 
2 
x^  = 0.27. Not significant. 
Expectations Regarding the Presence of Children 
Expect to have no children 
10 years from now 23 12.4 17 23.6 40 15.6 
Expect to have at least 
one child 10 years from now 136 73.5 49 68.1 185 72.0 
Don't know 26 14.1 6 8.3 32 12.4 
Totals 185 100.0 72 100.0 257 100.0 
2 
*2 - 5.77. Not significant. 
Note. The data In this table summarize the Information collected 
through Items 14 and 15 of the questionnaire. 
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Table ElO 
Distribution of Reasons for Working 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % N % 
To financially support myself 159 23 .6 39 18.8 198 22.5 
To financially support 
my spouse 128 19 .0 9 4.3 137 15.6 
To financially support 
my children 128 19 .0 14 6.8 142 16.1 
To supplement my spouse's 
Income 39 5 .8 47 22.8 86 9.8 
To develop my own interests 
and abilities 129 19 .1 64 30.9 193 21.8 
To be a productive member 
of society 91 13 .5 34 16.4 125 14.2 
Totals 674 100 .0 207 100.0 881 100.0 
Note. The data in this table summarize the information collected 
through item 13 in Section V of the questionnaire. Respondents were 
asked to consider the six reasons for working listed and to indicate 
what reason or reasons were applicable. Â total of 184 men and 72 
women responded to this item. 
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Table Ell 
Expectations Regarding Reasons for Working 
Classified by Sex of Respondent 
Men Women Total 
Response N Z N % N % 
To financially support myself 159 85. 9 39 54. 2 198 77.0 
Reason not applicable 26 14. 1 33 45. 8 59 23.0 
Totals 185 100. 0 72 100. 0 257 100.0 
4 - 27. 82. £< .0005. 
To financially support 
my spouse 128 69. 2 9 12. 5 137 53.3 
Reason not applicable 57 30. 8 63 87. 5 120 46.7 
Totals 185 100. 0 72 100. 0 257 100.0 
4' - 64. 66. 2 < .0005. 
To financially support 
my children 128 69. 2 14 19. 4 142 55.3 
Reason not applicable 57 30. 8 58 80. 6 115 44.7 
Totals 185 100. 0 72 100. 0 257 100.0 
4' 
= 49. 88. 2 < .0005. 
To supplement my spouse's ' 
Income 39 21. 1 47 65. 3 86 33.5 
Reason not applicable 146 78. 9 25 34. 7 171 66.5 
Totals 185 100. 0 72 100. 0 257 100.0 
4' - 43. 51. £ < .0005. 
To develop my own Interests 
and abilities 129 69. 7 64 88. 9 193 75.1 
Reason not applicable 56 30. 3 8 11. 1 64 24.9 
Totals 185 100. 0 72 100. 0 257 100.0 
2 
*1 ^ 
= 9.17. £ <  .005 1. 
To be a productive member 
of society 91 49. 2 34 47. 2 125 48.6 
Reason not applicable 94 50. 8 38 52. 8 132 51.4 
Totals 185 100. 0 72 100. 0 257 100.0 
4 - 0.00. Not significant. 
Note. The data In this table stnanarlze the Information collected 
through Item 13 In Section V of the questionnaire. Only one male did 
not respond to this Item. 
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Table E12 
Expectations Regarding Responsibilities for Financial Support 
Classified by Sex of Respondent 
Men Women Total 
Response N % N % K % 
Responsibility for Support of Self 
Expect to be fully responsible 
for financial support of 
self 172 95.6 44 62.0 216 86.1 
Do not expect to be fully 
responsible for financial 
support of self 8 4.4 27 38.0 35 13.9 
Totals 180 100.0 71 100.0 251 100.0 
Don't know 5 1 6 
xj « 45.10. £<.0005. 
Responsibility for Support of Spouse 
Expect to be fully responsible 
for financial support of 
spouse 118 67.8 2 2.9 120 49.2 
Do not expect to be fully 
responsible for financial 
support of spouse 56 32.2 68 97.1 124 50.8 
Totals 174 100.0 70 100.0 244 100.0 
Don't know 11 2 13 
x^  = 86.39. £<.0005. 
Note. The data In this table summarize the Information collected 
through Items 16 and 17 In Section V of the questionnaire. 
